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Executive Summary

Rhodel sl and i s commi t t guhblityteducagon s availabtego alfipubdiicat hi gh
school students, regardless of WAletudentst hey res
deserve high quality, developmentafippropriate, and engaging instructibat prepares them

for colleges and careers. Central to ensuring equitable education and outcomes is ensuring
equitable access to excellent teachers and support professionals supported by excellent leaders.

Rhode Island recognizes that educators aretoers e 6 s cr i ti cal resource i
efforts reflect an ongoing and unwavering commitment to ensuring access to excellent educators
through creation and revision of talent management policies and allocation of resources to

support continued, cagelong professional learning. That said, our work is not done.

In order to serve our students better, we need to ensure that all students have access to excellent
educators. This plan identifies current inequities that exist and details steps the Rimable Is
Department of Education (RIDE) will take in concert with LEAS to ensure that students in high
poverty and high minority schools are not taught at higher rates than other students by
inexperienced, unqualified, or eat-field teachers. Given the resela that underscores the
importance of leaders, this plan also includes the specific steps the SEA will take to ensure that
students in high poverty and high minority schools are not disproportionally attending schools

led by inexperienced or unqualifiednipals.This plan also aims to align whenever possible

with our soorto-be released 2020 Strategic Plan.

Approach
focuses on

Our plan centers on and is guided by ourFigure 1- Rhode Island s
stateds theory of &&tWOKn, 6 whi ch
implementing a coherent and
comprehensive approach to managing
educator talent. This approach must
address all aspects of talent management:
preparation, certification, regitment and
hiring, mentoring and induction,
professional learning, educator

evaluation, educator environment, and
compensation. Recognizing that this work
will take time, we believe in taking a
threepronged approach to equity, as
shown in Figure 1.

Thi s plands success
investment and engagement of multiple
stakeholders, including LEA leaders,
school leaders, teachers, parents, and
educator preparation programs.

Efforts Focused on
Improving Talent
Management

Policies and

Practices /£ mplementation

Ongoing Data of StateLevel
Collection and Strategies and
Analysis Sharing of Best
Practices

Therefore, during the plan development process, RIDE engaged multighdtie groups in
identification of equity gaps, brainstorming of root causes, and development of strategies.

! Rhode Island Board of Regents for Elentary and Secondary Education, 2009



Moving forward,RIDE will continue to involve stakeholders in the refinement and

i mpl ementation of the st at éengsandemngoingtwwayp!| an t hr
feedback loopdn addition,RIDE will work with highest minority and highest poverty schools

and LEAs to gain their support for this work and identify a set of LEA and charter school

partners to receive targeted support.

For thepurposes of thislpn, RIDE, with input from stakeholders, defined the following key
terms to guide data analysis: inexperienced teacher and support professional, inexperienced
leader, unqualified teacher and support professional, and out of field teadklesupport
professionals. Review of staievel data found the following:

A Highest poverty and highest minority schools are more likely to have inexperienced
teachers, support professionals, dedders

A When looking at data disaggregated by school level (elementary, middle, high), middle
schools have greater percentages of inexperienced teachers, support professionals, and
leaders compared to elementary and high schools.

A When looking at data disaggregatey school level (elementary, middle, high), high
poverty elementary schools are more likely to have inexperienced teachers, support
professionals, and leaders than low poverty schools.

RIDE recognizes current limitations of the data and is fully coteohiio improving data
collection and reporting over time. By June 2016, RIDE will report not only on the metrics
mentioned above but also on teacher turnover andtemng substitute use. Future analyses will
also include fultime equivalent data. RIDEillvalso explore collecting teacher attendance and
data orteaching and learning conditiommsthe future.

After reviewing statdevel data, stakeholders engaged in root cause analyses and identified
potential strategies that will addethese root causd he strategies listed below represent

RI DE6s current best thinking on tBacauseeRhods s ues
Island is in a transitional period and expects both new Commissioner to be confirmed and a new
strategic plan to be agted within the next few months, RIDE will reassess and adjust the list of
strategies by February 20161 the meantime, RIDE will begin implementing some priority
strategiegshown below irbold.)

Table 1.Root Causes andProposed Strategies

Root Cause Strategies

Lack of specific preparationto ~ Research best practice on practicum and student teaching/internship
work in high poverty and high experiences and propose a policy change if appropriate.

minority schools Facilitate ongoing learning related toeducator preparation standards.

Continue to coordinate opportunities for LEAs and programs to meet and
build partnerships.

Conduct a focus group with principals to identify the characteristics and
dispositions of effective middle school teachers &irthchools.

Facilitate development/adaptation of program completer and employer
surveys and offer technical assistance grounded in data inquiry.




Root Cause Strategies

Confusing/hargo-meet Increase understanding of new pathways and certificates.
certification requirements

As needed, provide certification support in highest poverty and highest
minority schools.

Offer information sessions for educators and potential candidates
considering pursuing certificates in shortage areas

Lack of a diverse cohort of Serve as a thought partner to preparation providers and LEAs as they wo
educators andandidates increase the diversity of the educator workforce.

Insufficient professional learning, Facilitate crossLEA collaboration related to assessingnd improving
induction, and coaching cultural competency.

Continue providing job -embedded coaching related to educator evaluatio
through the principal partnership.

Identify ways to improve LEA implementation of educator evaluation.

Improve training on and support fouilding administrator evaluations.

Convene professional organizations that prepare and support leaders to ¢
a gap analysis of current offerings and supports.

Convene principals and coordinate cra&A professional learning
opportunities foischool leaders in high minority and high poverty schools.

Analyze disproportionality data and provide targeted supports as needed
schools with disproportionate representation of racial and ethnic groups in
special education and related services.

Work towards establishing a robust regional induction model for
inexperienced educators, especially those working in highest minority anc
highest poverty schools.

Support LEA seHassessment of financial allocation for professional learnir
and support.

Ineffective recruitment, hiring, Help union and LEA leaders, including human resource directorsassdss
and staff management practices recruitment, hiring, staff management, and compensation policies and
practices.

Facilitate reviews of LEA-level equity data.

Pursue data sharing agreement with retirement board
Collect data on the number of vacancies as of Septerfiber 1
Analyze longterm substitute data

Collect and analyzeeducator attendance data.

Unfavorable perceptions of high Assemble a task force focused on elevating education professions.
povertyand high minority schools

Limited career paths and
leadership opportunities

Lack of competitive compensatio

Poor working conditions and Explore feasibility ofadministering a survey of teaching and learning
insufficient resources conditions

Help LEAs improve teaching and learning conditions.

RIDE will continuously monitor progress toward performance objectives and assess
effectiveness of strategies in reducing equity gaps. RIDE will engage in ongoing data sharing
and supports as well as regular engagement with stakeholder groups. In ao pfforide



transparency related to implementation of the equity plan, RIDE will use a web page, blog, and
annual reporto communicate ongoing resultsiofplementationThrough the implementation of
this plan and other current efforts, Rhode Island wipiove talent management practices and
reduce equity gaps, ultimately bringing us closer to our goal of education: to ensure that all of
our graduates are ready for success in college and in challenging careers.



Introduction

Rhode Island is committed ®n s u r i n g-quadlity leducatioh is aydilable to all public

school students, regardless of fAlsetudentst hey res
deserve high quality, developmentadippropriate, and engaging instruction that prepidues

for colleges and careeiGentral to ensuring equitable educatsnd outcomess ensuring

equitable access to excellent teaclard support professionasipported by excellent leaders.

Educators are our stateds mosketwhattheytvakomadt r es ou
in a preK public school Rhode Islanders most commonly reported quality of teaching (80

percent of 8,808 responsédecent efforts reflect an ongoing and unwavering commitment to
ensuring access to excellent educators throogltteation and revision of talent management

policies and allocation of resources to support continued, daregprofessional learniné\s

part of Rhode | 2010201§ ihesRh&@le Island Repairtroent®fl Education

(RIDE) implemented morggorous educator evaluations, opened alternative pathways into

teaching revised educator preparation program standards, linked educator certification to

educator evaluations, revised certification standards, and provided inductionyedirst

teachersRIDE has been recognized as a leader in this WdHat said, our work is not yet done.

Student outcomes have improved over the past five y@a2814, the high school graduation

rate was 81 percent, marking a-p&int improvement since 200Bropou rates for black

students, Hispanic students, economically disadvantaged students, studedisabiliies and
English learners have all fallen in the past five y8@sspite this progress, there is continued
room for growth. A 2013 report found ththe LatineWhite achievement gaps in Rhode Island
are among the 10 largest across states and that Latino student achievement in Rl lags behind
national averages for Latino studehtss shown inTable 2and Figured and 2 schoolwide

percent proficienbn state assessments is lower in schools with higher percentages of students
eligible for free and reduced price lunch (FRL) compared to schools with lower eligibility rates,
and schoolwide percent proficient on state assessments is lower in schooighéth h
percentgges of minority students compared to schools with lower percentages of minority
students.

2 Rhode Island Board of Regents for fkentary and Secondary Educati@fp9

% Survey respondents could select up to three values. Survey respondents isitiddets, parents, community
members, grandparents, business people, and elected aofficials

* For example, NCTQ recently recognized Rhode Island as a leader in degel@iprepared teachers in its 2014
Teacher Policy Yearbook. RIDE has also been featured on multiple Reform Support Network webinars and is
frequently contacted by other state departments of education for guidance and resources.

® Rhode Island Departmeat Education, 2015

® Hughley, 2013

" Determined from 20134 Infoworks data



Table 2. School Percent Proficient on NECAP, by School Poverty Level and Minority
Percentage

Range ofSchool Average School Range of School Average School
Percentages of Percentage of Percentages of Percentage of
Students Scoring Students Scoring Students Scoring Students Scoring
Proficient Proficient Proficient Proficient
Highest poverty 31% to 85% 51% 0% to 74% 33%
schools (=33
Lowest poverty 79% to 98% 90% 53% to 90% 79%
schools (d=33)
Highest 31% to 80% 52% 3% to 74% 29%
minority
schools (N=30)
Lowest minority 70% to 98% 86% 30% to 90% 69%

schools (=35)

Figure 1. School Percent Proficient on Figure 2. School Percent Proficient on
NECAP, by Percentage of Students Eliple | NECAP, by Percentage of Nonwhite

for Free and Reduced Price Lunch201314 | Students 201314

Red =School Percent Proficient on NECAP Reading Red = School Percent Proficient on NECAP Reading
Blue = School Percent Proficient on NECAP Mathematic{ Blue = School Percent Proficiemt NECAP Mathematics
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In order to serve our students better, we need to ensure thatalhtst hag access to excellent
educatorsThis plan identifies current inequities that exist antinesstepsthe Rhode Island
Department of Education (RIDRJill take in concert withLEAsto ensure that students in high
poverty and high minority schools are not taught at higher rates than other students by
inexperienced, unqualified, or eaf-field teachersGiven the research that underscores the
importance of leaders, this plan alsolinles the specific steps the SEA will take to ensure that
students in high poverty and high minority schools are not disproportionally attending schools
led by inexperienced or unqualified principals.

At RIDE, we recognize thaquitable access to teacharsl leadersannot be achieved through
state action alone; ongoing collaboration and support within the larger educational community is
essentialThe strategies identified in this plan focus on improving communication and



collaboration between the stakecal education agencies (LEAgXucator prepati@&n providers,

and the publicln addition, strategies includeproving data collection and analysis as well
providingLEASs and schools with the technical assistance and guidance they need to help them
better utilize federal funding and improve current practices to strengthenatesit management
systems.

This plan also aims to align whenever possible with our-$ode released 2020 Strategic Plan.
Led by an Ambassador Design Team (ADT) of educandscommunity members, the strategic
planning process has been iterative and ongoing. At the beginning of the process, more than
10,000 Rhode Island residents shared their values and priorities for education in Rhode Island
through an online survey. Sintleen, the ADT has released multiple prototypes and sought
additional feedback and input from the community through interviews, a Twitter education chat,
and surveysWhenever possible, our equity plan reflects the same values and priorities outlined
in thestrategic plan.

Figure 3- Rhode Island’'s Approach to Equity

Theory of Action Plan Work

Our plan centers on and is gedlby our
stateds t hwWhenRijodeldlanda ct i on.

Implementation
of StateLevel

successfully implementsaherent and
comprehensive approach to managing
educator talent, thetEAs will be better

able to recruit, retain, and develop excellent
educators and therefore provide students
with equitable access to excellent teachers
and leadersThis approach mustddress all
aspects of talent management: preparation,
certification, recruitment and hiring,
mentoring and induction, professional
learning, educator evaluation, educator
environment, and compensation.

Recognizing that this work will take time,

Strategies and
Sharing of Best
Practices

Efforts Focused on
Improving Talent

Management
Policie§ and

Ongoing Data
Collection and
Analysis

we believen taking a thregoronged approach to equity, as showfigure 3

1) Implementation of StatelLevel Strategies and Sharing of Best Practicef we
implement statéevel strategies and share resources and lessons learned with schools and
LEAs throughout tl statethen all LEAs willimprove talent management practices and,
subsequentlyaddress inequitable access to excellent teachers and improve student

learningthroughout the state.

2) Targeted Support for Highest Poverty and Highest Minority SchoolsGivenour
limited resources as a statewe provide focusedstrategicsupport to highest poverty
and highest minority schooésd theLEASs in which they are locatethen we will be
able to have the greatest impact on the distribitraheffectivenessf educators and on



student outcomedhe lessons learned from targeted supports will also influence our
implementation of statkevel strategies and our ongoing data collection and analysis.

3) Ongoing Data Collection and AnalysisIf we improve state and locdhta collection
and analysis, then we will be able to make better informed talent management decisions
and adjust our approach as needdtkse data will constantly inform our other efforts.

Plan Creation

To create this plan, a team of staff membersiBERIed by the Chief oEducator Excellence
and Instructional Effectivenes®ok the following steps:

1. Developed and began implementing a lbagn strategy for engaging stakeholders in
ensuring equitable access to excellent educators

2. Reviewed datprovided by the 5. Department of Education and data available in the
state data systems, including tPersonnel Assignment Submissgystem, InfoWworks!,
andeCert

3. Sought out and engaged a large and diverse group of stakeholderarialysis of
potental root causes of equity gaps and brainstorming of strategies that may reduce

equity gaps
4. Identified additional key data to collect and analyze over time

5. Reviewed research on best practices and strategies to increase equitable access for
teachers

6. Prioritized strategies and set measurable targets to be measured over time

7. Created a plan for measuring and reporting progress as well as adjusting efforts over time

Stakeholder Engagement

Ensuring equitable access to excellent teachers and leaders isedftgegrand requires

collaboration between RIDE and the larger educational commdniyi s pl andés succes
depend on the investment and engagement of multiple stakeholders, intladingaders,

school leadergeachers, parents, and educator prejmargtrogramsTherefore, during the plan
development procesRIDE engagednultiple stakeholder groups in identification of equity

gaps, brainstorming of root causes, and development of stratetiEswill continue to partner

with stakeholders to implemethe work and will seek their feedback on progress to date.

Stakeholder Engagementa Date

RIDE engaged stakeholders throughitiple methods of communication. Whenever possible,
RIDE tried to use regularly scheduled meetings as opportunities to hegadonversations.
Although RIDE has not yet engaged with educators from all LEAs, RIDE has reached multiple



stakeholders throughotlie state, as shown in Figurddlow.For a log of outreach efforts and
attendance, please see Appendicentlll.

Figure 4. Stakeholders Represented, by Geographical Aréa

Key:

, LEA leadership

, Community organization
Q Teacher

, School leadership

’ Community organizations

, Parent organization

¢ ri0e
0 ?
-
Q
? or=,
?

k2l

Burrillville

Quonochontaug

Q
2

1)

adl

) [-\

0
gL

’ I\ arwick
CovEntry.

i
%Lm ®

Q
.
Q‘WQ
9

Warwick

Easton

North
tleborough (EE]

Attleboro

Taur

9
9

(24)

" . (

Charlestown

Eall,River
5‘.

Aquidneck
Island

Left: Stakeholder engagement in Providence; right: stakeholder engagement statewide

Table 3lists stakeholder engagement opportunities to date. All conversations included
introductory information about the equity plan development process but centered on hearing the
perspectives

inequities, and strategies to impleme®ample engagement materiale ancluded in Appendix

V.

SPupi |

ser vi

ces

of

personnel

include participants from the May 2@neeting.

ar

mul tiple

e

st akeholcabses o

necl

uded

on

under the

St

headi

ud

n



Table 3. Stakeholder Engagement Opportunities to Date

Dates

Engagement Opportunity

Stakeholder
Groups

Represented

2/23/15 Internal RIDE Meetings RIDE

2/24/15 Because RIDE will be responsible for supporting the implementation of the e

3/2/15 plan, representatives from all RIDE offices in this work through the following

4/1/15 internal meetings:

4/14/15 Leadership Team Meeting

4/20/15 Di r ec tatings 6 Me
Internal Planning Session
Office of Educator Quality and Certification Staff Meeting
Office of School, Community, and Academic Supports
Staff Meeting
Internal Feedback Session

3/12/15 Network Meeting LEA leadership
Duringa portion of the regulartgcheduled monthly LEA networking meetjng
RIDE engaged.EA leaders in equity plan conversations. RIDE shared
introductory inbrmation about the equity plan atiebn engaged assistant
superintendents from throughout the state ieview of definitions, an analysis ¢
data, and a root cause analysis of preliminary data.

4/6/15 Stakeholder Engagement Sessions Teachers

4/7/15 RIDE offered four drogn stakeholder engagement sessitnthe public School leadership

4/14/18 Participants at these twdour sessions learned about the equity plan, engagec Parents

4/15/15 conversations about the stateds eq Community
identification of root causes and selection of strategies. These sessions were organizations
offered in two different regiongf the state.

4/13/15 Rhode Island Federation of Teachers and Health Professionals (RIFTHF)  Teachers

5/11/15 The RIFTHP convened a group of union leaders and members to engage in Pupil services
cause analysis @quity gaps as part of the equity plan work. At this-tveor personnel
session, RIDE shared introductory information about equity plan requiremen
facilitated partner discussions about equity gaps and root causes. The group
again to review strategies idéied to date and provide feedback.

3/31/15 Meetings with Providence Leadership LEA leadership

4/27/15 After meeting separately with the HR director from the Providence School
DepartmentRIDE joined a Providence School Department éalip team
meeting. At the session, RIDE shared introductory information about equity f
requirements and engaged participants in a review of strategies identified to
Participants provided feedback on strategies.

5/1/15  Rhode Island Educator Preparation Provider Quarterly Meeting Educator
RIDE used an hour of a quarterly meeting scheduled with educator preparati preparation
programs to provide an overview of the equity plan work, share the root caus providers
and strategies identified to date, and engageigers in targeted conversations
about the preparatierelated root causes and strategies.

5/3/15  #edchatri Principals
On May 5, 2015, a RIDE staff member moderated an online conversation the Teachers
engaged 26 educators throughoutgtete about strategies to strengthen our Pupil services
statebs approach to talent manage mpersonnel

School leadership

° RIDE cancelledhis session because no one had registered for it on Eventbrite.

YRIDE also reached out to the NERA on multiple occasions to try to meet with union representatives about the

equity plan. Despite scheduling two meetings with NEWepresentatives, theion needed to cancel both
meetings due to scheduling issues.

10




Dates Engagement Opportunity Stakeholder
Groups
Represented
5/5/15  Targeted Feedback Session Teachers
RIDE invited teachers, parents, community organizations, and schodistnick  Parents
leaders to a targeted feedback session. Attendees provided feedback on dra Principals
sections of the plan and the RIDE team used their feedback to inform revisio LEA leadership
Community
organizations

5/12/15 Webinar LEA leadership
Recognizing that traveling may be prohibitive for some school and LEA lead¢ Teachers
this busy time of the year, RIDE facilitated a webitieatincludedan overviewof Educator
the equity plan processd progress to datéhrough polling, participants preparation
identified themost prevalent root causes asbessed the potential for impact ot program providers
strategiesParticipants used the chat box to suggest additional strategies.

5/20/15 Rhode Island Human Resources TriannuaMeeting Pupil servies
RIDE used an hour of a triannual meeting with human resource directors to  personnel
provide an overview of the equity plan work, share the root causes and strate
identified to date and gather input on prioritized root causes and strategies.

Each gssion was extremely valuabRIDE used the information gathered through these
sessiosto informour equity planKey strategies that emerged from these sessions included
reforming human resource policies and practicapyovingteacher preparaticend certification
policies and practicesind improvingeaching and learning conditiarEhat said, RIDE also
acknowledges that the success of the planbeitlontingent upon reaching a larger stakeholder
base and continualgngaging the Rhode Island community in conversations about equity in the
state.

Identification of Partners

One prong of Riproded agpedchafocdsésson groviding ergeted support to
highest poverty and highest minority schools as weth@asEAs in which they are located.

RIDE began this work through some initial meetings with leadership from Providence Schools
because many of the highest minority and higpeserty schools are located inoRidence.

However, on May 3, the superintereht of Providence Schools announced she will be retiring at
the end of this year. RIDE will continue to try to establish a partnership with Providence Schools
but also recognizes that doing so may take time given it is a time of transition.

RIDE will continue to engagwith highest minority and highest poverty schools BEéAs to

gain their support for this work and identify a set B and charter school partners to receive
targeted supporkor a list of schools included in the highest poverty and Bigheority groups
based on 20134, seéAppendix | Members of the RIDE Office of Educator Quality and
Certification and the RIDE Office dfransformation and Charter Schouwldl reach out toLEA

and charter school partners over the summer and earbf #0[15 and try to establish
partnerships for the 2018 school yeaiRart of this stakeholder engagement will include a
LEA-specific and schoedpecific data review and selEsessment of current needs related to the
distribution of excellent educators.

11



Long-Term Stakeholder Engagement Plan

RI'DE will continue to involve stakeholders in
equity plan through additional meetings and ongoingway feedback loopsstakeholders will

receive regular updates the progress of equity plan, engage in ongoing data and root cause
analysis, and provide input on how to refine the plan.

Moving forward, RIDE will continue to leverage pegisting meetings and relationships to

gat her f eedback dimpleménatioplhisasiralegy ratl@cssithg Iourdann

placed on stakeholders to attend additional meetings or find time given competing demands for

their time, and also enables RIDE to get input from a larger group of stakeholders than it would

be able to ift had assembled a committee focused on egiittieast annually, RIDE will use an

hour duringeachot he f ol |l owing meetings to provide upd
design and implementation:

A LEA Network Meeting(held monthly)

Rhode Islandducator Preparation Provider Quarterly Meetuagarterly)
Rhode Island Human Resources Triannual Medtimannual)

Educator Evaluation Committékeld monthly)

Charter School Meetingseld monthly)

Rhode Island Parent Information Network Meetingsdimebnthly)

> > > > > D>

Rhode Island Special Education Advisory Commiftesld monthly)

In addition, RIDEwiIll seek to engage stakeholders annually at regularly schedsgediation
and organization meetings, including meetings with the following:

Rhode Island Fedation of Teachers and Health Professionals
National Education AssociatianRhode Island chapter

Rhode Island School Superintendents Association

Rhode Island Association of School Principals

Rhode Island Association of School Committees

> > > > > D>

Providence Studeninion

If schedules and agendas do not permit engagement during an association meetRigEhen
will meet separately with represatitves from these organizations by convening a meeting at
RIDE focused on the equity plan.

12



Equity Gap Exploration and Analysis

Definition Development

An important first step of this work was engaging in discussion about key. ldsing state
accountability definitions as a guide, RIDE definpebr studentgreferred to throughout the
document atow-incomestudentyasstudents who are eligible for free and reduced price meals
andminority as students identified as a member of a minority race or ethnicity.

Drawingon research and feedback from RIDE staff members as wellaseaders, RIDE staff
members developed a &= of cfinitionsand identified some metri¢s guideour data analysis
plans.Central to this work are our definitions of excellence:

An excellent teacher or support professional

A Provides high qualitinstruction and support in his or her assignedemnarea or
specialty

Uses data to understand student needs and individualize instruction
Has high expectations for student achievement

Shares ideas and best practices with colleagues

Applies a growth mindset to all wark

> > > > >

Collaborates with colleagu@sd families to support student development and
achievement

>\

Seeks andeceives ongoinfeedback andupport to continually grow his or her practice
to meetindividual student neegs

Makes significant contributions to student learning and developziedt

\ >\

A Consistently demonstrates professionalism and dedication to the profession

An excellent leader
A Servesas instructionahindorganizationaleader of the schopl
Shapes the mission and vision of the school
Has high expectations for student achievementsgadtiperformance
Makes datebased decisions
Establishes a strongositiveschool climate focused on a growth minglset

> > > > >

Seeks andeceives ongoinfeedback angupport to continually grow his or her praet
and meet student, teachfnnily, and community neegs

>

Makes significant contributions to student learning and development

N >\

Recruits, retains, and supports excellent educatois
A Consistently demonstrates professionalism and dedication to the pnofessio

13



Data limitations influenced ho®IDE operationally definethexperienced, unqualifiedndout-
of-field. Given what we know from research and from what we heard from theRIEME also
developed a second set of definitidnas set of aspirational definitio@sthat will guide future
data collection and analysis efforts. Aspirational definitions represent what we would like to
measure but currently cannot due to current data limitatioraxldition,RIDE quickly realized
that the three terms identified by the U.S. Department of Education were insufficient to fully
capture the values and concerns of the education community related to educatorAguality.
result,RIDE crafted two addibnal aspirational definitionghronically absenandlessthan
effective.The charts below include both sets of definitions for easy comparison.

It is important to note that these definitions are used only to guide analyses and identification of
patternsand trends; the definitions are not intended to be used to negatively label individuals.
RIDE recognizes that some inexperienced teachers are excellent, just as some veteran teachers
would benefit from additional learning and support.

Table 4. Teacher and Support Professional Definitions

Current Operational Definition Aspirational Definition
Inexperienced Worked no more than two of the last five Has less than three years of experien
teacher/support years as a teacher or support professional li as a teacher or support professidhal
professional five years in Rhode Islan@ublic Schools
Novice teacher/ Has no prior experience in the last five year. Has no prior experience as a teaahe

support professional teaching in Rhode Island Public Schdbls support profession&l

Experienced Has three or more years of experiencg
teacher/support as a teacher or support professional b
professional working is using a new certificate or working in
in a new context a different school

Unqualified teacher/ Has not yet met the full requirements for

support professional certification and holds only an emergency
certificate or preliminary certificate
(alternative route, CTE preliminary,
temporary initial, school nurse teacher, or
expert residency certificate)

Out-of-field teacher/  Holds a full teacher certificate in one or mor Holds a full teacher certificate in one @
support professional areas but is currently using an emergency more areas but is currently usiag
certificate in his or her current assignment emergency certificate in his or her
current assignment

™ n order to use this definition, RIDE will need to develop a way to collect and verify experience teaching in

private schools and in other states.

120ur current systems only collect data omHong teachers have worked in Rhode Island public schools and we

have no way to reliably track teacher sWhenpve devetopthex per i en
capability to collect and verify additional work experience, we willre@o i n Rhode | sl and Publ i
the definition.

31n order to use this definition, RIDE will need to develop a way to collect and verify experience teaching in

private schools and in other states.

14



Current Operational Definition Aspirational Definition

Lessthaneffective Is not performing at a consistently

teacher/ support strong level, as evidenced by a final

professional effectiveness rating dheffectiveor
Developing

Chronically absent Is absent more than 10 percent of the

teacher/ support school year, as indicated by taking a

professional sick day, vacation day, or other form g
leave’

Table 5. Leader Definitions

Current Operational Definition Aspirational Definition

Inexperienced leader Worked no more than two of the last five Has less than three years of experien
years as a building administrator in Rhode as a building administratbr
Island Public Schools

Novice leader Has no prior experience in the last fiugars  Has no prior experience as a building
working as a building administrator in Rhod¢ administratot’
Island Public Schoot8

Experienced leader Has three or more years of experiencg
working in a new as a building administrator but is
context working ina different school
Lessthaneffective Is not performing at a consistently strong Is not performing at a consistently
leader level, as evidenced by a final effectiveness strong level, as evidenced by a final
rating ofIneffectiveor Developing effectiveress rating ofneffectiveor
Developing
Chronically absent Is absent more than 10 percent of the
leader school year, as indicated by taking a
sick day, vacation day, or other form g
leave®

Metric Selection

Over the past five years, the Rhode Isl@aghartment of Education (RIDE) has made significant
improvements to both the collection and reporting of dataexample, eRIDEhe

Department's information system, has streamlined the data collection process and improved the
accuracy, timeliness, andility of information collectedRIDE makes every effort to

consolidate collections as often as possible.

4 This definition may change based on the recontragians of the Teacher Absenteeism Task Force.

3 1n order to use this definition, RIDE will need to develop a way to collect and verify experience leader experience

in private schools and in other states.

18 Our current systems only collect data on how leagles have worked in Rhode Island public schools and we

have no way to reliably track teacher sWhenpve devetopthex per i en
capability to collect and verifyRhddetiohahdwBukl egp8ci
the definition.

1n order to use this definition, RIDE will need to develop a way to collect and verify leader experience in private

schools and in other states.

18 This definition may change based on the recommendatiche @eacher Absenteeism Task Force.
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Using funds received from two federally fundethtewide Longitudinal Data Systems (SLDS)
grants, RIDE has partnered with the Rhode Islarfat©6f Postsecondary EducatidRhode
Island Department of Labor and TraininBhode Island Higher Education Assistancehuity,
and The Providence Plao build a statewide longitudinal data syst&uch a system has
enabled students, parents, teachers, ¢iducleaders, researchers, and paohekers direct
access to the data they need in order to make informed decisions.

Additional improvements and initiatives accomplished to date include the following:

A Updated InfoWorks!, an interactive website that providthe public easy access to
information about school&EAs and the state as a whole.

A Developed and launched the Rhode Island DataHulfhe DataHub is a data
integration and visualization system which links education, health, child welfare, and
human servies information at an individual level but produces outputs at an aggregate
level in order to preserve confidentiality.

A Created the Instructional Support System (ISS)The ISS supports teachers and
administrators in their efforts to improve student sucadsse achievement gaps and
ensure that students are on the path towards success in college and barts.
provides a combination of curriculum, instruction, assessment, and ad hoc reporting to
support improvements in student achievement.

A Developedand | aunched.ThiselsitepmwdBslinberactive career and
college planning tools to help students, parents, and educators explore education options,
discover a wide variety of occupations, and make plans to achieve education and career
goals.

A Created eCert the system of record as well as the system of transactions for the
statewide educator certification process. This system replaces the previous RICert system
and has been built on the technology that is current and compatible witistativide
systemseCert consists of several portals that are designed for specific functionality
tailored to the needs of specific groups of users: RIDE personnel, individual educators,
LEA personnel and the general public.

A Created the Personnel Assignment@mission (PAS).The PAS is the data collection
system that works in tandem with the eCert system. This system as accessed by HR
personnel is LEAs and is used to report the work assignments of educators and
administrators. When an educator is not certifipdropriately for the assignment, the
system will flaghim or heras being Out of Area and willeat the LEA to take steps to
address it.The Personnel Assignment System (PAS) allows for unprecedented levels of
detail and accuraay reporting work assigment information

A Created the Rhode Island Educator Preparation IndexThis online report provides
data on trend sin employment, retention, and effectiveness of newly prepared educators
from Rhode Island educator preparation providers. These reporidggveater
transparency about preparation program outcomes that can be used by prospective
educators to select a program and by LEAs to inform hiring decisions.

Although RIDE has made great strides in improving its data systems ovechiatienges
reman. Data gathered prior t2012is less reliable, thus limiting longitudinal analyseme
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inconsistencies in data collection and reporting at s level remairat this time thus

reducing our confidence in some of the available data and furthengror analysisln

addition, making meaning of the certification and PAS data at times required extensive time and
resourcesGiven these time and data limitations, we prioritized sharing accurate data with
stakeholdersising a few key metrics rather thaharing potentially inaccurate or limited data.

For the purposes of this plan, RIDE used the following metrics to determine equity gaps:

A Teacher and Support Professional ExperienceResearch shows that teacher
effectiveness increases most during the fhieee to five years, with the greatest
improvements occurring during the first yéamherefore, RIDE examined the
percentage of teachers and support professiom231314 with less than one year of
experience working in Rhode Island Public Schaokhe past five yearand the
percentage of teachers and support professionals with less than three years of experience
in the past five yeansorkingas a teacher or support professiandRhode Island Public
Schools

A Leader Experience Research showhat leader experience increasesr time and
improvesthe mosturing the first three years. In addition, research suggests that it takes
up to five years for principals to fully implement changes in their builtderefore,

RIDE examined the percega of leaderin 201314 with less than one year of
experience working in Rhode Island Public Schools and the percentegel@fsvith
less than three years of experiemgthin the past five yeansorking as a buildingevel
administratoiin Rhode Islad Public Schools.

A Teacher and Support Professional QualificationsRIDE recognizes that mastering
content knowledge alone is insufficient to preparing an educator to be an excellent
educator; mastery of pedagogy is also critical. Therefore, R¥2aEinedhe percentage
of teachers and support professionals whortwg/et met all of the requirements for full
certification, meaning that theyell an emergency or preliminary certificate.

A Out-of-Field Teachers and Support Professionald.imited research sugges that
teachers working otdf-field may have less content knowledge, may be less confident in
their teaching, and may be more likely to leave the professimrefore, RIDE
examingl the percentage of teachers and support professionals who heldeatffilate
in one or more areas but used an emergency certificate for one or more of the classes they
taught in 20131L4.

A Educator EffectivenessUnlike other measures which focus on inputs, measures of
educator effectieness focus on outpuRhodel s| andés educator evalu
measures educatorsdé performance using meas
responsibilities, and student learning. In preparation for this BIHE staffexamined

¥ Kane, Rockoff, & Staiger 2006; Clotfelter, Ladd, Vigdor, 2007; Harris & Sass, 2007; Boyd, Lankford, Loeb,
Rockoff, & Wyckoff, 2008; Rice, 2003; Sawchuk, 2015

2 Clark, Martorell, & Rockoff, 2009; Coelli & Green, 201Royd et al., 2008, Branch, Hanushek, & Rivkin, 2012;
andSeashoré ouis, 2010
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the distribution of teacher and building adistrator final effectiveness ratirfgsacross
LEAS.

RIDE is fully committed to improving data collection angaging over timeBy June 2016
RIDE will report not only on the metrics mentioned above but also the following:

A Teacher Turnover. RIDE will analyze three years of teacher assignment data to
determine the percentage of turnover as well as patsros as movement from high
poverty school to low poverty schools, from chartersEés, from middle school to
high school, etc

A Long-Term Substitute Use.Teachers working as lortgrm substitutes are flagged in
our RersonnelAssignmenBystem but we were unable to analyze these data in
preparation for June’1However, RIDE will analyze the percentage of assignments in
eachLEA that are assigned tong-term substitutes.

A Improved Data Analyses Using FullTime Equivalent (FTE) Data. In our current
analyses, we did not use FTE data because we noticed inconsistencies BA®w
reported the dat&®IDE staff is currently working to provide more specijuidance on
how to report FTE data and is checking data accufagyre equity plan analyses will
break informatioroutby FTE.

In addition, RIDE will explore the following additional data collections:

A Teacher Attendance Recent literature has drawgreater attention to teacher
absenteeisfi and limited research findhat teacher absenteeissrstatistically related to
productivity in teaching anstudent achievemeftRIDE has assembled an internal task
force to stugt how LEAS collect teacher attentz information and explore how these
data collections may be standardized.

A Teaching and Learning Canditions. Research showeaching and learning
condition® such adacilities qualityand resourcés are strong and significant predictors
of teacher turnove?” In addition, teacher effectiveness increases more in supportive
professional environments than teachers in less supportive cditBXBE will review
school and teaching conditionsrgeys and work to select an instrument to administer
statewide

Overview of Data Analyses

RIDE staff used a variety of data for its preliminary analysis of equity gaps, including student
achievement data, certification data, and assignmentRIB& classified schools using both

guartiles and deciles. Quartiles enableditwhal subanalyses that would not otherwise be

possible because-dlzes for subgroups would be lessthanRIDEu s ed t he ter ms dhi

#1n 201314, the support professional model was in gradual implementation. During gradual implementation, LEAs
did not report final effectiveness ratings to RIDE.

22 Joseph, Waymack, & Zielaski, 2014

% Hermann & Rockoff, 2012

24| oeb, DarlingHammond, & Luzak, 2005; Moore Johnson, Kraft, & Papay, 2012

% Kraft & Papay, forthcoming
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Al owo (e.g. fAhigh povert y Amlgsts asing dedlegs ertaldedd en ot e
RIDE to focus on gargetel group of schools; RIDHs ed t he terms fAhighesto
Ahi ghest poverty schoolso) to denote use of d

In our school analyses, we excluded schdws$ have since closed and schowith codes

ending in 190The 190 code is used igentify teachers, support professionals, and
administrabrs working ina central office Five CTE centerghat are linked to the high school for
reporting purposes were also excluded from analyses.

Inexperienced Teachers, SupporProfessionals, and Leaders

Using the statebs certification and placement
previous experience working in Rhode Islgnuthlic schools prior to the 20234 school year.
Specifically,RIDE staffdetermined the nuberof years in the past five ye&tshat a teacher

had a work assignment in Rhode Islgoublic schools.If a teacheor support professionaid

not work in Rhode Islangdublic schoolsin a positiorbetween 20089 and 2012.3, then the

teacher osupport professionavas considered novice. If a teacher worked fewer than three

years (which could be in consecutive or fummsecutive years), then the teacher was considered
inexperienced

The data presented in this plan have important limitatibms.data do not captueed uc at or s 0
experiences working in Rhode Island public schools prior to-2@0&e d u c aekperiersds

working in private schools or other statiss alsopossible thaan educatowith experience in

Rhode Island public schoolsipr to 200809 who temporaty left working as a teacher, support
professional, or principas categorized asovice or inexperience However, RIDEalso

recognizes even highly effective veteetucatorsnay experience learning curves when

returning tothe classroom after an extended leawe/hen beginning to work in a new context

The dataalso do notncludefull-time equivalent (FTEJlata.RIDE looked at FTE data but

noticed that somkeEAs didnot report FTE data properlgpme educators hawultiple

assignments and were listed as 1.0 FTE for each assigmsemtesult, RIDE opted to exclude
FTE dataTherefore, it is possible that teachers worked only part time, left midyear, or went on
leave.If the teacher worked part of the year, themas counted as a full year.

Unqualified Teachersand Support Professionas?’

RIDE used 201314 assignment and certification data to determine if teachers and support
professionals were using a full or preliminary certificBeliminary certificates aylable to
teachers in 20134 were the following:

A Alternative routd Available to educators who are currently enrolled in a Rhode Island
approved alternative route program and who have been offered a positibBAnta
serve as an educator of record

*® School years included we290809, 200910, 201011, 201112, and 2012.3.
27 school administrators are not eligible for any preliminary certificates, which is why they are excluded from these
analyses.
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A Carer and technical educatiorivailable to applicants with a high school diploma who
have demonstrated work experience and competency in the CTE area

A Temporary initiali Available to educators who seek certification through reciprocity but
have not yet meR| testing requirements

1 Emergency certificaté Available to educators whos€&As request a certificate and
demonstrate that they could not fill the position with a qualified candidate

Because FTE data are excluded, it is unclear whether the educattheipeeliminary

certificate for all teaching assignments or just dinis. possible that the educator taught all
classes and subjects using a preliminary certificate, or just used the preliminary certificate for
one part of the school day.

Out-of-Field Teachers and Support Professionafé

RIDE also analyzed whether teachers and support professionals holding preliminary certificates

also had a full certificatdf the teacher or support professional held a full certifibatenvas

currently using an emgency certificate t hen he or s hd-f waBedansensi der
FTE data are excluded, it is unclear whether the educator used the emergency certificate for part

or all of the teacher 0soffeld®dchpnmaghbe uglanFor e x amp
emergency certificate for all classes taught but anotheofefigld teacher may only be using the
emergency certificate for only a portion of the school day.

Lessthan-Effective Educators

As part of our analysis, we examined the LEA distributioachfcator effectiveness ratingss

part of our data management agreemétit LEAS, we have committed to not sharing the
schootlevel or educatalevel distribution of educator ratingsherefore, our analysis focused on
the LEA-level distribution ofratings.

Although RIDE has growth datatudent growth percentileBpm 2012-13, we do mt include it

in our analysisBecause of the transition to PARCC testwg,are unsure of the first year we

will have accurate growth data to share, thus makidficult to track growth scores over time.

In addition,RIDE will not use growth data ieducatorevaluations until 20147 at the earliest.

However, once growth scores are included in educator evaluations, the growth scores will be

included indirecthta s one of the measures that contribute
ratings.

% 5chool administrators are not eligible for any preliminary certificates, which is why they are excluded from these
analyses.
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Equity Gaps
Teacher, SupportProfessional and Building Administrator Experience
Table6 below shows that greater percentages of teachers, support professionals, and building

administrators in the statebds highest poverty
i nexperienced compared to all s dytanddowest i n t he

minority schools.

Table 6. Percentage of Inexperienced Teachers, Support Professionals, and Leaders
Working in Rhode Island Public Schools by Poverty and Minority Level, 20134

% of Teachers and
Support
Professionals with
0 years of Prior
Experience in RI
Public Schools in
Past 5 Years

% of Teachers and
Support
Professionals with
0-2 years of Prior
Experience in RI
Public Schools in
Past 5 Years

% of Building
Administrators
with 0 years of
Prior Experience in
RI Public Schools
in Past 5 Years

% of Building
Administrators
with 0-2 years of
Prior Experience in
RI Public Schools
in Past 5 Years

f.ﬂtiig(’é’% 10.2% 24.7% 15.9% 37.8%
Nac521 Nes206F° (N=1,414) (N=3,416) (N=83) (N=197)
Highest poverty
schools 14.4% 32.0% 16.1% 41.7%
t= , Na= , = = = =
(Nt = 1,289 Na=57 (N=185) (N=413) (N=32) (N=83)
Ns=33)
égr‘:‘ge(jtsp(‘r’ﬂ‘flr%g 9.2% 24.4% 12.6% 28.8%
Nacts Noegd) (N=136) (N=361) (N=14) (N=32)
Highest e 390 13.4% 33.0% 15.6% 43.0%
Navt2 No30) (N=185) (N=455) (N=20) (N=55)
;(c)r\?cl)e;tsrprigi”e%s 9.3% 20.1% 12.8% 33.1%
,665, (N=155) (N=334) (N=17) (N=44)

Na=61,Ns=35)

Using the data abovRIDE calculatedhe equity gaps between lowest poverty and highest
poverty schools as wedls the gaps between the lowest minority laigthestminority schools.To
calculate the equity gap, RIDE computed an odds ratio for each comp&esaits of odds

ratio calculations show the following equity gaps:

Hi ghest

poverty

school s

ar eé

A 1.7 times a likely to have teachers and support professionals with 0 years of prior
experience than are lowest poverty schools.

2Nt denotes the number of teachers.dénotes the number of building administratorsdinotes the number of
schools in the group.

21



1.5 times as likely to have teachers and support professionals with 2 or less years of prior

experience than are lowest poverty schools.

2.7 timesas likely to have administrators with O years of prior experigmme ardowest

poverty schools.

3.1 timesaslikely to have administrators with 2 or less years of prior experienceatiean
lowest poverty schools.

hest mi nor

Ity

school s

ar eé

1.5 times as likely to have teachers and support professionals with O years of prior
experience than are lowest minority schools.

2.0 times as likely to have teachers and support professionals with 2 or less years of prior

experience than are lowest mingrsichools.

1.4 times as likely to have administrators with O years of prior experience than are lowest

minority schools.

1.5 times as likely to have administrators with 2 or less years of prior experience than are

lowest minority schools.

Table 7shows the percentage point difference and odds ratio for each equity gap.

Table 7. Inexperienced Teacher, Support Professional, and Leader Equity Gaps, 2013

% of Teachers and % of Teachers and % of Building % of Building
Support Professionals| Support Professionals| Administrators with O | Admini strators with
with O years of Prior | with 0-2 years of Prior years of Prior 0-2 years of Prior
Experience in RI Experience in RI Experience in RI Experience in RI
Public Schools in Past| Public Schools in Past] Public Schools in Past| Public Schools in Past
5 Years 5 Years 5 Years 5 Years
Percentagel Odds Percentage| Odds Percentage| Odds Percentage| Odds
Point Ratio Point Ratio Point Ratio Point Ratio
Difference Difference Difference Difference
Highest
poverty
to lowest 5.2 1.7 7.6 15 3.5 2.7 12.9 3.1
poverty
schools
Highest
minority
to lowest 4.1 1.5 12.9 2.0 2.8 1.4 9.9 1.5
minority
schools

RIDE then conducted a second analysis using quartiles instead of désilgg.quartiles
enabledRIDE to look at data by school levdlable8 below shows that greater percentages of
teachers and support professionals are inexpeztkat the middle school level, especially in
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high poverty and high minority schoolghis finding is consistent with resehrthat finds

teacher turnover rates are higher in middle schools than at other levels of scffooling.

Table 8. Percentage ofinexperienced Teachers and Support Professionals by School Level,

201314
Elementary Schoof* Middle School High School
% of % of % of % of % of % of
Teachers and | Teachers and Teachers and | Teachers and Teachers and | Teachers and
Support Support Support Support Support Support
Professionals | Professionals Professionals | Professionals Professionals | Professionals
# of with 0 years with 0-2 # of with 0 years with 0-2 # with 0 years with 0-2
schools of Prior years of Prior | <chools of Prior years of Prior | <-hools of Prior years of Prior
Experience in | Experience in Experience in | Experience in Experience in | Experience in
RI Public RI Public RI Public RI Public RI Public RI Public
Schools in Schools in Schools in Schools in Schools in Schools in
Past5 Years | Past5 Years Past5 Years | Past5 Years Past5 Years | Past5 Years
All 180 7.5% 20.5% 61 14.0% 34.8% 55 11.0% 22.4%
schools
High
9.1% 21.4% 17.8% 42.7% 12.7% 30.1%
poverty 1 42 16 16
school$ (N=141) (N=333 (N=157) (N=376) (N=119 (N=281)
Low 5.8% 18.5% 17 12.4% 30.6% 12 11.5% 21.1%
poverty 46
schoolé® (N=82) (N=264) (N=105) (N=259) (N=129) (N=236)
High 10.8% 23.9% 15 19.9% 46.206 19 11.8% 28.1%
minority 38 (N=150) | (N=334) (N=164) | (N=381) (N=129) | (N=308)
schools*
';noix"orit 48 6.4% 18.4% o1 12.9% 30.6% 16 11.5% 20.6%
SChOOIé/S (N=101) (N=289) (N=150) (N=355) (N=172) (N=310)

Table9 shows that the percentage of inexpeciEd school administrators varies by schoollleve
Interestingly, low poverty and low minority schools had greater percentages of novice school
administrators than in high poverty and high minority schools.

%0 Marinell & Coca, 2013; Boyd et al. 2008; Clotfelter, Ladd, Vigdor, & Wheeler, 2007
31 Because there were fewer than 10 eahiydhood schools in these groups, elementary school includes early
childhood schools (grades PX.
32 High poverty schools had free and reduced price meal eligibility rates ranging from 71 to 100 percent.
% Low poverty schools had free and reduced pmeal eligibility rates ranging from 0 to 21 percent.
34 High minority schools had percentages of nonwhite students ranging from 64 percent to 100 percent.

35 Low minority schools had percentages of nonwhite students ranging from 0 percent to 11 percent.
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Table 9. Percentage of Inexperienced Leaders by School Level, 2013

Elementary Schoof® Middle School High School
% of % of % of % of % of % of

Building Building Building Building Building Building

Administrato | Administrato Administrato | Administrato Administrato | Administrato

rs with 0 rs with 0-2 rs with 0 rs with 0-2 rs with 0 rs with 0-2

# of years of Prior | years of Prior # of years of Prior | years of Prior # years of Prior | years of Prior

schools | Experience in | Experience in | Schools | Experience in | Experience in | Schools | Experience in | Experience in
RI Public RI Public RI Public RI Public RI Public RI Public

Schools in Schools in Schools in Schools in Schools in Schools in

Past5 Years | Past5 Years Past 5 Years | Past5 Years Past5 Years | Past5 Years
All 180 17.2% 38.1% 61 17.9% 38.8% 55 12.8% 36.6%
schools (N=37) (N=82) (N=24) (N=52) (N=22) (N=63)
Eé%grty 22.6% 45.3% 27.0% 45.9% 8.0% 44.0%
schools’ 42 (N=12) (N=24) 16 (N=10) (N=17) = (N=4) (N=22)
I[;glllverty 45 14.0% 30.0% 17 11.4% 34.3% 12 22.9% 31.4%
school$® (N=7) (N=15) (N=4) (N=12) (N=8) (N=11)
?1Ii?1rc])rity 38 23.1% 44.2% 15 26.5% 50.0% 19 6.8% 40.7%
schoold? (N=12) (N=23) (N=9) (N=17) (N=4) (N=24)
;c;:vority 48 11.1% 37.0% 21 14.9% 34.0% 16 10.6% 31.9%
schoold0 (N=6) (N=20) (N=7) (N=16) (N=5) (N=15)

Based on tables@&d 9 RIDE calculatedhe equity gaps for teachers and leaders by school
level. Odds ratio calculationshow thahigh poverty high schools areds likely to have novice
administrators than low poverty high schools. In additioghest minority high schools are
equally as likely to have novice educat@sare lowest minority high schooldowever, the
following equity gaps exist:

High povertyelementary schools are

-

A 1.6 times as likely to have noviteachers and support professiorthln are low poverty
elementary schools.

A 1.2 times as likely to have inexperiendedchers and support professiorthbn are low
poverty elementary schools.

A 1.6times as likely to have novice administrators than are low poverty elementary
schools.

A 1.5times as likely to have inexperienced administrators than are low poverty elementary
schools.

% Because there were fewer than 10 early childhood schools in these groups, elementary school includes early
childhood schools (grades PX.

3" High poverty schools had free and reduced price meal eligibility rates ranging from 71 to 100 percent.

% ow povery schools had free and reduced price nediglbility rates ranging from 0 to 21 percent.

39 High minority schools had percentages of nonwhite students ranging from 64 percent to 100 percent.

“9'Low minority schools had percentages of nonwhite studentsngufipm 0 percent to 11 percent.
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High minority elementary schools are

A 1.7 times as likely to have nméteachers and support professioritan are low
minority elementary schools.

A 1.3 times as likely to have inexperiendedchers and suppgtofessionalshan are low
minority elementary schools.

A 2.3 times as likely to have novice administrators tharlaw minority elementary
schools.

A 1.3 times as likely to have inexperienced administrators than are low minority elementary
schools.

High poverty middle schools are

A 1.5times as likely to have noviteachers and support professiorialn are low poveyt
middle schools.

A 1.7 times as likely to have inexperiendedchers and support professiorian are low
poverty middle schools.

A 2.4 times as likely to have novice administrators than are low poverty middle schools.

A 1.4 times as likely to have inexperzed administrators than are low poverty middle
schools.

High minority middle schools are

A 1.7 times as likely to have noviteachers and support professioritaln are low
minority middle schools.

A 2.0 times as likely to have inexperienced educators than are low minority middle schools.
A 1.8 times as likely to have novice administrators than are low minority middle schools.

A 1.5 times as likely to have inexperienced administrators tiealoa minority middle
schools.

High poverty high schools are

A 1.1 times as likely to have noviteachers and support professiorian are low poverty
high schools.

A 1.6 times agikely to have inexperiencegachers and support professiortakn are low
poverty highschools.

A 2.4 times as likely to have inexperienced administrators than are low poverty high
schools.
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High minority highschoolsare:

A 1.5 times as likely to have inexperiendedchers and support professiortakn are
lowestminority high schools.

A 1.1times as likely to have novice administrators than aresominority high schools.

A 2.2 times as likely to have inexperienced administrators than aestimwority high
schools.
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Table 10. Inex

perienced Teacher, Support Professional, and Building Administrator Gaps by School Levél01314

% of Teachers and Support
Professionals with 0 years of
Prior Experience in Rl Public
Schools in Past 5 Years

% of Teachers and Support
Professionals with 62 years of
Prior Experience in Rl Public

Schools in Past 5 Years

% of Building Administrators
with 0 years of Prior
Experience in Rl Public

Schools in Past 5 Years

% of Building Administrators
with 0-2 yearsof Prior
Experience in Rl Public
Schools in Past 5 Years

Percentage Odds Percentage Odds Percentage Odds Percentage Odds
Point Difference Ratio Point Difference Ratio Point Ratio Point Ratio
Difference Difference
High poverty to 3.3 1.6 2.9 1.2 8.6 1.6 15.3 15
low poverty
elementary
schools
High minority to 4.4 1.7 5.5 1.3 12 2.3 7.2 1.3
low minority
elementary
schools
High poverty to 5.4 15 12.1 1.7 15.6 2.4 11.6 1.4
low poverty
middle schools
High minority to 7.0 1.7 15.6 2.0 11.6 1.8 16.0 15
low minority
middle schools
High poverty to 1.2 1.1 9.0 1.6 -14.9 0.6 12.6 2.4
low poverty high
schools
High minority to 0.3 1.0 7.5 15 -3.8 1.1 8.8 2.2
low minority
high schools
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Teacher and Support Professional Qualificatios

RIDE staff analyzed the percentage of educators using an emergency certificate and percentage
of educators using an emergency or prelimircanyificate. Table 1$hows that highest poverty

and highest minority schools have greater percentages of teash@y€mergency and

preliminary certificates compared to lowest poverty and lowest minority schools.

Table 11. Percentage of Unqualified Teachers and Support Professionals, 2013

% of Teachers and Suppor % of Teachers and Support
Professional&Jsing an Professional&Jsing an
Emergency Certificate Emergency or Preliminary
Certificate
0, 0,
All schools (N=13,870 Ns=296) (I\ll:'(iﬁ) (Nﬁgl/jr)
0, 0,
Highest poverty schools (M= 1,289, N=33) (3'24/;) (3.:162)
0, 0,
Lowest poverty schools tN1,479, N=33) ((I)\liz/; ?Nif)
0, 0,
Highest minority schools (N=1,379, N=30) (ﬁSS/g) (?\1'37/07)
0, 0,
Lowest minority schools (41,665, N=35) ((?\133/; (?\134/;

Using the data from the table abof®DE calculated the equity gaps for unqualified teachers
and support professionaBecauseso fewteachers and support professionals are using an
emergency or preliminary certificate in low poverty and low minority schoolgidtie ratiosre
very large. Odds ratio calculations show the following equity gaps:

Highestpoverty schoolsire

A 28.6 times as likely to have emergency certifesichers and support professioriakmn
are lowestpoverty schools.

A 19.9 times as likely to have emergency or preliminary certi@Badhers and support
professionalshan are lowstpoverty schools.

Highestminority schoolsare:

A 23.0 times as likely to have emergency certifesichers and support professiortabmn
arelowestminority schools.

A 24.6 times as likely to have emergency or preliminary certiGadhers and support
professionalshan are lowestminority schools.
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Table 12. Teacher and Support Professional Qualifications Equity Gaps201314

% of Teachers and Support % of Teachers and Support
ProfessionalsUsing an ProfessionalsUsing an Emergency or
Emergency Certificate Preliminary Certificate
Percentage Odds Ratio Odds Ratio
. Percentage
Point . )
. Point Difference
Difference
Highest poverty tdowest 36 28.6 48 19.9
poverty schools
Hl'ghe'st minority to lowest 38 23.0 54 246
minority schools

Out-of-Field Teachers and Support Professionals

RIDE staff analyzed the percentage of educators using an emergency certificate who also hold a
full certificate.Table13 shows that very few if any educators are working out of field in lowest
poverty and lowest minority schoolBhe percentages of teachers and leaglerking outof-

field in highest poverty schools and highest minority schoajsaater than the percentages in all
schools, lowest poverty schepand lowest minority schools

Table 13. Percentage ofTeachersand Support ProfessionaldNorking Out -of-Field 201314

Percentage ofeacherand Support
Professional§Vorking Outof-Field

0.7%

All schools (N=13,870 Ns=296) (N=92)

3.4%

Highest poverty schools (K= 1,289, N=33) (N=44)

0.0%

Lowest poverty schools (N1,479, N=33) (N=0)

2.5%

Highest minority schools (N=1,379, N=30) (N=34)

0.1%

Lowest minority schools (41,665, N=35) (N=2)

RIDE could not calculate an odds ratio comparing highest poverty and lowest poverty schools
because an odds ratio cannot be calculated when no event is observed in one or more groups.
Highest minority schools are 21 times more likely to haweof-field teachers and support
professionals than in lowest minority schools.

Table 14 Out-of-Field Equity Gaps, 201314

% of Educators Working Out of Field
Percentage Point Odds Ratio
Difference
Highest poverty to lowest poverty schools 3.4 n/a
Highest minority to lowest minority schools 2.4 21.0
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Educator Effectiveness

Like many other stateR h o d e

Idistdibationdofiirsal effectiveness ratindacks

differentiation ands skewed towards effective and highly effective201314, more than 98
percent of educators received rating&ffectiveor Highly Effective*! In addition, the
distributions of ratings are similar acrddsAs (see Appendi¥Il). Given these distributions,
and what we know about student and teachdopaance from other sources, we are confident
in our model but not in its implementatioNe know that there are fidelity of implementation

i ssues

t hat

we need to

addr ess

before the

Improved educatogvaluation continues to remain one of the highest priorities for Rhode Island,
and an ongoing focus will be ensuring that models are implemented with fitlééitintend to
continue to track data and examine any potential equity gaps that surface vettiaieover
time. Because ofariations in implementatigrwe report current findings Table1l5 but do not

calculate equity gaps.

Table 15. Percentage of Teachers and Building Administrators Receiving Ratings of
Ineffective and Developing, 20134

Perentage of Teachers and Building
Administrators Receiving a Rating of

Percentage of Teachers and Building
Administrators Receiving a Rating of

Ineffective Developing
All LEAs* 0.4% 1.3%
(N=13,870/N=296 ) (N=41) (N=137)
High poverty LEAs*? 0.8% 1.9%
(Ne=2,891, N=14) (N=185) (N=413)
Low poverty LEA4* 0.1% 1.3%
(Ne= 1,509, N=14) (N=2) (N=20)
High minority LEAs % 1.1% 1.6%
(Ne=1,883, N=14) (N=20) (N=31)
Low minority LEAS™ 0.2% 1.0%
(Ne=2,050, N=15) (N=4) (N=20)

“! Rhode Island Department of Education, 2014
2 Ne denotes the evaluations in the groupdiinotes the number of LEAs in the group.

“3High poverty LEAs had free and reduced price eligibility rates ranging from 71 pescEdd percent.

“*Low poverty LEAs had free and reduced price meal eligibility rates ranging from 0 percent and 18 percent.
“5 High minority LEAshad minority student rates between 69 percent and 100 percent.

“ Low minority LEAs had minority student ratestiveen 0 percent and 9 percent.
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Root Causesand Strategies

Our process for identifying root causes engaged multiple stakeholdessterativeprocess
included multiplephase®f data analyses and brainstormihgeach stakeholder engagement
session, participants reviewed relevant data and equity gaps and timstobnzed a list of
potentialroot causesRIDE compiled lists from multiple meetings and noted the root causes that
stakeholders most frequently identifigdfull list of root causes identified can be found in
AppendixV.

To achi eve o0 danobgdtiaes, RBIDEIntendp toipursye sprategies that correspond
to the following root cause areas:

A Educator Preparation and Certification

A Teacher and Leader Support

A Recruitment, Hiring, Assignment, and Compensation
A Teaching and Learningd@ditions

During stakeholder engagement sessipasticipans positedthat the root causes are

interrelatedln other words, the root cause of one equity gap in many cases is a root cause of
anotherWhen given the opportunity to focus on a specific equity gap or Hieagquity gaps, in

all instances stakeholders opted to focus on all equity gaps and brainstorm a broad range of root
causes antigh-leveragestrategiesWhen asked why, stakeholders stated that they saw the root
causes as interrelated and overarchitigerathan specific to a particular g&ven when a gap

specific root cause was identified, such as placing more student teachers in middle schools, it
nestedwithin a larger discussion about a relagegity gapTable 16shows the alignment

between equjtgap and root causes.
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Table 16. Equity Gap and Root Cause Alignment

Equity Gap
Greater A greater Greater A greater Greater Greater Greater
percentages | percentage of | percentages | percentage of | percentages| percentages percentages
of middle school | of middle school | of of middle of
inexperience | teachers and inexperience | leaders are unqualified | school and | educators
d teachers support d leaders inexperienced | educators high school | work out of
and support | professionals | work in HP compared to | work in HP | educators | field in
professionals| are and HM leaders at and HM are high HP
work in the inexperienced | schools. other schools. | schools. unqualified. | and HM
HP and schools.
HM47
schools.

Root Cause

Lack of preparation
to work in high
poverty and high
minority schools

A

A

Lack of
understanding of
certification
requirements/difficul
t-to-meet
certification
requirements

Lack ofdiverse
cohort of teachers
andprogram
completers

Insufficient
professional
learning,induction,
and coaching

Poor recruitment,
hiring, and staff
management
practices

o

o

Lack of a diverse
teacher pool

T

T>

T>

Unfavorable
perceptions of high
poverty and high
minority schools

Limited careepaths
and leadership
opportunities

Lack of competitive
compensation

Poorteaching and
learning conditions

Insufficient
resources

To Do o Po| o |Po Po | Do | I

o I Tl I | Do (Do Do | Do | I»

To Do o Po| o |Po Po | Do | I

o I Tl I | Do (Do Do | Do | I»

Tool J>o| T

Too! T>o| o

Too! T>o| o

*"HP stands for highest poverty and HM stands for highest minority.
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As noted above and shown again in the figure
on the right ,appRécRdhi@rs pr oposr- lr&pé??tgﬂgté?n
on ongoingdatacollection and analysis, Strategies and
targeted support for highest poverty and highest {  Sharing of Best
minority LEAs, and implementation of state

level strategies and sharinghmst practices.
Efforts Focused on

The strategies outlined_ /) Improving Talent 't RI DESOG
current best thinking on these issues and are Management

strategies to be considered. Because Rhode Policies and

Island is ina transitional period and expects ongoing Data |  ractices

bothanew Commissioner to be confirmed and e
a new streegic plan to be adoptemdthin the

next few monthsRIDE will reassess and adjust
the list of strategies by February 2016. In the
meantime, RIDE will begin implementing some prioritized strategies; these strategies are
identified using a box around therRIDE will also review the progress of implementation on an
annual basis and modify strategies as appropriate.

A note on targeted support:

As previously notedRIDE will reach out to LEAs with highest minority
and highest povertychools and identifg subset of LEAS to serve as
partnerslt is not anticipated that RIDE will provide all identified
targeted support® partners. RIDE will determine which supports to
offer partners based on results of an LEA-sskessment.

Educator Preparation and Certification

Root Cause 1Llack of SpecificPreparation to Work in High Poverty and High Minority
Schools

Teachers, principals, and community members in all sessiditaited a mismatch between

preparation programs and the reality of the school setiitigopugh many recognized that the
characteristics of effective, high quality instruction and support are thersgareless of

context,they also noted the importamof cultural competency and behavioral management in

high poverty and high minority settingé\s one #edchatri participant noted, cultural competency

iis a key factor in enabling [teachers] to be
own. 0 One #edchatri participant said that fteac
[ mul ti cul t ur e Pdrttipantevoised & need toonareaseecultdral competency of
bothcurrent and future educators.
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During conversations about why greater percentages of educators in middle schools are
inexperienced and unqualified, stakeholders notedptiogiram completers elememary and/or
secondary programs mawpt receive enough training on early adolescavea though they
intend to apply for the middle school extension.

Conversations also highlighted a need to provide teachersnetfased practicum and student
teaching/internshipxperiences in high poverty and high minority schd8i®ther stakeholders
noted that fewcandidatesire placed in middle schools fireir student teaching/internstip

Finally, some posited that preparation providers may not be helping candidates identify their
strengthsas they may relate to working with specific groups ofdckin or in challenging

settings and encourage them to pursue particular certificates ar ®oykiding practicum and
student teaching/internship experiences in a variety of settings may increase the likelihood that
program completers consider workinghiighest minority, highest poverty, and middle school
settings and help program completers identify the best fit placement for them.

Research best practice opracticum and student teaching/internship
experiences ad proposea policy change ifappropriate. Current
requirements for fulteachercertification include a minimum of 12 weeks
of student teaching and a minimum of 60 hours feedderience prior to
teachingStakeholders expressed that this period of time is too $hort.
response to this feedback, RIDE staff yidrtner witha technical
assistance centand/or a local university to researchty@sctices related
to practicumandstudent teaching/internship opportuniti€his research
will focus not only about lengtbf time but also the characteristics of hig
quality experienceRRIDE will present findings and recommendations tc
the Rhode Islan@ouncil on Elementary and Secondary Educatidmch
ultimately is responsible for settirgrtification requirementfKIDE will
alsocontinue tcclosely monitompracticum and student teaching/internsk
expectations that are grounded
assessed during PRER visits to ensure that the practicum experience
not only of sufficienténgth but of sufficient quality.

Performance objectiv@

- By October 2015, RIDE will find a research partner to support
research

- By October 2016, RIDE will share resultstbé studywith the Rhode
Island Council for Elemntary and Secondary Education.

“8 Educator preparation programs may seffort the LEA where program completers complete their student
teaching/internship in an optional field on the EdpPPortal. Because the field is optional and this was the first year
of data collection, RIDE has data on fewer than half of preparation program graduates. In addition, because the
placement is identified by LEA rather than school, we cannot get a tree seachool demographics and culture.

Of the 318 preparation program graduates for which we have data, 24 percent completed their practicum in high
poverty LEAs and 14 percent completed it in low poverty LEAs. Sixteen percent of students for which detaave
completed their practicum in high minority LEAs and 8 percent completed it in low minority LEAs. Source: Ed Prep
Portal

“91n Rhode Island, the practicum consists of all experiences prior to student teaching.
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Facilitate ongoing learning related to educator preparation standards
RIDE meets quarterly with educator preparation programs. During the
guarterly meetings, RIDE will provide structured times for preparation
programs to discuss and share best practetated to specific componen
in Rhode Islandds Educ at 0thatcBnnestp
to root caises identified by stakeholdérs.

Performance objectives

- By June 2016, RIDE will spend an hour of three preparation prog
guarterlymeetngs focused on discussing and sharing best practic
related to the standards.

- BetweenJune2016 andJune 2018results okurveys administered by
preparation programasill indicate:

A An increase in the percentageppbgram completerieeling
prepared to work in a high poverty school.

A An increase in the percentageppbgram completerfeeling
prepared to work in a high minority school.

A An increase in the percentage of employers reporting teachers
prepared to work and effective their schools.

A An increase irprogram completers intending work in a high
poverty or high minority school.

Continue to coordinate opportunities for LEAs and programs to meet
and build partnerships.St andard 2 of Rhode |
Preparation Program Standafd®cuses on clinical partnerships. RIDE
has already begun facilitating conversations between LEAs and
preparation programs by inviting preparation providers to at least one
district network meeting annually. This year, assistaperintendents an
preparation program providers reviewed part of standard 2 and talkec
about what this standard looks like in practice. RIDE will continue to
work to share best and innovative models of teaphgparation
partnerships and provide atldnal tools as needed to support intention.
planning of practicum anstudent teaching/internshigxperiences?

RIDE, 2013
*1 These standards are 1.6 Equity, 2.1 Clinical Preparation, 2.2 Impact on Student Learning, 2.3 Clinical Partnerships
for Preparation, 2.4 Clinical Educators, 3.1 Diversity of Candidates, 3.2 Response to Employment Needs, 5.1
5Czollection of Data to Evaluaterogram Quality, and 5.2 Analysis and Use of Data for Continuous Improvement.

RIDE, 2013
3 Sample activities may include connecting preparation programs to other programs in Rl and in other states that are
doing this work wellFor example, Rhodksland College and the Central Falls School District are currently
partnering to implement the Innovation Lab, a unique collaboration aimed to meet the needs of the Central Falls
community and advance teacher learning and practice at Rhode Island Gultlegiegh this model may not be
replicable largescale, there may be lessons learned that other preparation programs and LEAs can glean from a
visit.
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Ongoing
Data

Collection
& Analysis

- By June 2016, RIDE will coordinate an opportunity for LEAs and
programs to continue discussions abmmtonstruction of
partnerships.

Conduct a focus group with principals to identify the characteristics
and dispositions of effective middle school teachers in their schools.
order to better understand why some middle school teachers stay an
others may leave working in middle schdRIDE will conduct a focus
group with principals. The results of this focus group will be shared w
preparation providers and will be used to generate next steps.

Performance obijectives:
- By December 2013RIDE will schedule a focus group with prineig.
- By June 2016, RIDE will conduct the focus group.

- By October 2016, RIDE will share focus group results with
preparation providers and identify next steps.

Facilitate development/alaptation of program completer and
employer surveys and offer technical assistance grounded in data
inquiry. R1 D E 6 Performamce Review for Educator Preparaiion
Rhode IslandPRERRI) expects programs to annually survey program
completers as well as employergeent program completers. Program
should use data from the surveys to inform adjustments as part of the
continuous improvement cycle. RIDE will support this work by sharing
survey examples from other states and by convening programs intere
in creding a statewide survey. RIDE will have access to survey data a
use it to track progress and inform strategy selection. For example, if
results indicate that candidates do indeed feel prepared to teach in hi
minority and high poverty schools, RIDE wabnduct focus groups to
pursue alternative strategies, such as focusing on educator compens
and teaching and learning conditions.

Performance obijectives:

- By December 2013RIDE will share survey examples from other
states with educator preparatiproviders.

- By June2016, educator preparation providers iaft and pilot
program completer and employer surveys.

- By June2017, educator preparation providers wilblement progran
completer and employer surveys.
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Root Cause 2 Confusing/Hard-to-Meet Certification Requirements

Educators in some stakeholder engagement sessions indicated that they thought cumbersome
certification requirements, lack of transparency about the equivalent certificate in other states,
and the structuref the certification grade ranges may contribute to equity gaps, particularly
equity gaps at the middle school lev&lakeholders called for additional pathways into teaching;
these discussions unearthed a lack of awareness of current patGwagstly, there is nat

standard approach to certification names and grade ranges across states; rtakernay

difficult for potential applicantso understand how their certificates in other states might transfer.
Finally, in three stakeholder engagent sessions participants focused on grade level ranges for
certification. Participants noted staffing challenges for middle school administrators because
elementary certified teachers can only work in grade 6 at the middles school level and secondary
cettified teachers can only work in grades 7 and 8 at the middle schoollteadtition,

participants noted that educators often will get a middle school extension, work in middle school
after graduation because that is where there are opportunitiebeanthdve to elementary or
secondary positions to use their primary certificate when positions become available.

Increase understanding oinew pathways and certificates In January
2015, RIDE introduced a new credential review process that allows
individuals with experience working in Rketo 12 academic settings to
demonstrate their proficiencies in the pedagogical and content
competencies to pursue RI certification. ElBIso introducetivo new
preliminary certificatesan expert residenayertificate designed to
increase opportunity for individuals to seek and secure employment w
pursuing requirements of full RI certificati@mda visiting lecturer
certificateto alow individuals with distinctive qualifications but not a
teaching certificate to support and enhance educational programs.
However, in stakeholder sessions, multiple stakeholders were unawa
these change# an effort to increase clarity relateddertification, RIDE
will conduct a focus group withrogram completerand current educators
on how to increase the clarity of the information on the website and m
adjustments as needed. RIDE will also share certification information
through varied méiods, including social media.

Performance objectives

- By December 201,3RIDE will conduct a focus group on the
certification website and gain feedback on how to increase the clg
of the information available.

- By October2016, an increased number of candidatesokil&in
certificates through credential review and an increased number of
candidates wilbbtainexpert residency certificates.

- By June2017, fewer teachers in highest poverty and highest minot
LEAs will hold emergency certificates.
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As needed, provide certification support inhighest poverty and
highest minority schools RIDE will offer targeted support to human
resources departments and building administrators in highest poverty
highest minority schools to help them recruit and retain qualified educ
and ensure that all certificated professionals are fullyfigettor making
progress toward certification. Each LEA with highest poverty and high
minority schools will be paired with a RIDE Office of Educator Quality
and Certification staff member to serve as their consistent contact

As needed and throughout the year.

based upon results
of a district needs o
assessment Performance objectives
- By June 2016, RIDE will identify if LEA partners would benegfit frol
certification support.

- If applicable,by November 2016 the RIDE Office of Educator Qua
will meet with LEA partners to begin providing targeted certificatic

support.

- By June 2018, fewer teachers in highest poverty and highest min
LEAs will hold emergency certificates.

Offer information sessionsfor educatorsand potential candidates
consideringpursuing certificates in shortage areas™ If needed, the
Office of Educator Quality and Certification wiffer information
session$n LEAS serving highest poverty and highest minority schools
hopefully encourage current educators to learn more about certificatic
opportunities but will be open to the publitach session will include an
overview of requirements to obtain preliminary and full certificates. In
addition, RIDE will invite LEAs with highest poverty and highest minor
schools to talk about job prospects and will invite preparation providel
talk about their programs. RIDE will advertise these sessions to high
school students, current preparation program students, City Year fellc
and potential career changers.

Performance obijectives:

- By December 2016, RIDE will host up to three informasessions
for prospective educators.

- By January 2018, the number of educators certified in shortage a
will increase.

¥ Shortage areas are secondary grades English as a second language, elementary English as a secpnd language
middle/secondary special education, secondary grades chemistry, secondary grades general science, and secondary
grades mathematics (RIDE, 2014).
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Root Cause 3 Lack of a Diverse Cohort ofEducators and Candidates

Stakeholders identified a lack of diversity as a root causguty gaps. Stakeholders pesit

that increasing@ducatodiversity in schoolsvould increase cultural competency of the

workforce overall. The 2020Strategic Plan draft identifiescreasing the diversity of the

educator workforcas a priority RIDE has also recently applied for technical assistance from the
Nati onal Governoro6és Association focused on in
stateds educator and | eader workforce.

Serve as a thought partner to preparation providers and LEAs as they
work to increase the diversity of the educator workforceRIDE will

help share research and information from national and local experts @
high leverage strategies for recruiting a dieecshort of teachers. RIDE
will share this information with preparation providers and LEAs. RIDE
will also work to foster stronger relationships with community
organizations like City Year who have recent graduates working in
educationrelated positiondn addition, RIDE will work with educator
preparation providers to support implementation of new minirentry
requirements for educator preparation programs while also increasing
diversity of the teaching forcg.

Performance objectiv@

- By June2016, RIDE willshare information with preparation provide
and LEAs through a webinar or at scheduled network and educat
preparation meetings.

- By June 2016, RIDE will engage diversity leaders of educator
preparation providers in dialogue related tomimum admissions
requirements.

- By June 2017, RIDE will share data on preparation program prog
in meeting minimum admissions requirements and identify where
programs are following short.

Teacher and Leader Support
Root Cause4: Insufficient Professional Learning,Induction and Coaching

Rhode Island policies and guiding documents emphasize the importance of offering ongoing
professional learning and support to educators throughout theirciders.d e | slt@ndbés s
bereleased 2026trategc plan identifieseacher and leader suppagta priorityandite st at eod s
Basic Education Ian identifies that the LEA is responsible for providinfjedentiated support

to all stdf, including induction programs, mentoring, and coachifgowever,given tight

% Educator preparation programs must implement these new minimum entry requirements beginning with the 2016
17 admitted cohort of students.
% Rhode Island Board of Regents for Elementary and Secondary Education, 2009, p. 34
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budgets and competing prioritiexlucatorsespecially school leaded not always have access
to high quality professional learning and suppaatsstakeholders in all engagement sessions
noted

Specifically, stakeholders noted a lackrafuction and coaching opportunitis inexperienced

educators in highest minority and highest poverty schanudéimited coteaching opportunities

Participants noted that principals need increase opportunities to engage in meaningful

professional leaing and receive feedback on their practice, such as through induction,

coaching, and more feedback through the building administrator evaluation sysa&eholders

also noted a particular need to ensure that notgmolgram completerare culturally ompetent

but also that current educators receive suppdg®ne participant put it, in mg communities

i n Rhode el cloammu nfitt y changes under a workforce
need to ensure that all educators can communicate mdtsugpport a diverse educational

community.

Facilitate crossLEA collaboration related to assessing and improving
cultural competency.Ensuring cultural competency is critical not only
highest poverty and highest minority sdfs but across the state. In
addition to the targeted support from OSCRIDE will provide a series
of structured opportunities f&RIDE staff members andEAS to engage
with each other around issues of cultural competence, including:

- Network meeting. RIDE will use an hour of a network update
meeting to engage assistant superintendents in-cE&s
conversations about what cultural competency is and how they m
increase the cultural competency of teachers.

- Webinar. RIDE will also hold a webinar @m to LEAs focused on
sharing resources and strategies related to assessing and buildin
cultural competency.

- PD community. RIDE will create a community on its new
professional development platform. Using this community, RIDE ¢
LEAs will post resourceand engage in ongoing communications
about this important issue.

RIDE will seek leverage resources fronmdaxpertise of national experts
including the Metropolitan Center for Research on Equity and
Transformation of Schools, the Northeast Compreher@sarger REL-
NEI and the Equity Assistance Center.

Performance objectiv@

- By December 2015, RIDE will host a brown bag meeting for RIDE
staff members focused on cultural competency.

- By June 2016, RIDE will host a webinar for LEAs on cultural
competency.

- By June 2016, RIDE will create an online PD community focused
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cultural competency.

- By October 2016, LEAs will collaborate to identify how to increase
cultural competencyf their staff.

- Between June 2016 and June 2018, results of a teaching conditic
survey will indicate

A An increase in the percentage of teachers and school leaders
report receiving explicit training and support related to cultural
competency

A An increase in thefficacy of educators implementing culturally
responsive instructionakactices

Continue providing job-embedded coaching related to educator
evaluation through the principal partnership. In an effort to help
interested school leaders realize the full potential of the evaluation an
support process to act as a leverifigproving teaching and learning,
RIDE established a principal partnership program for the -AGlgichool
year>’ In 201415, only one principal from a highest poverty and highe
minority school applied and participated in the principal partnership.
Moving forward, RIDE will continue this work and will prioritize princip
applicants working in high poverty and high minority schools.

Performance obijective:
- By October2015, RIDE will collect applications from at least 5
principals in high poverty or higminority schools.

- By October2015, RIDE will interview and select at least two
principals in a high poverty or high minority school to partner with
the 201516 school year.

- By June 2016, participants from high poverty and high minority
schools will indcate on a survey that the principal partnership has
helped them improve their practice related to evaluating teachers
support professionals and will indicate that participating in the
partnership has been a valuable experience.

Identify ways to improve LEA implementation of educator evaluation
If LEAs and RIDE ensure that the evaluation system is being
implementing with fidelity, meaning that all educators receive high qui

" Principals interested in participating in the partnership submitted applications and participated in an initial
interview. Based on the aligations and interview, RIDE selected ten principals to participate in the P14

cohort. RIDE paired each principal with a RIDE staff member or consultant who is knowledgeable about the teacher

evaluation model and who has experience supporting impltatimmof the model. Partnerships are tailored to the
needs of administrator and provide ongoing coaching throughout the year. During thg@amidterviews, all
participants who met regularly with their partners reported that the coaching experisnmesitize and improved

their practice.
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feedback on their practice, then teachers will improve their pramtee
time and be better prepared to support all studBBE will partner with
the educator evaluation advisory committee and an institute of higher
education (IHE) to develop, pilot, and revise a tool that RIDE and LEA
can use to assess implementatioality. RIDE will use the assessment
tool in 10 schools annually beginning2016-17.

Performance objectiv@

- By October2015, RIDE will contact faculty members of institutes ¢
higher education teaching evaluation courses and identify an IHE
partner.

- By June 2016, RIDE will pilot the tool with principal partnership
participants and/or educator evaluation advisory committee memt

- By June 2017, RIDE will use a revised version of the assessment
in 10 schools and provide feedback to LEAs on timgplementation.

Improve training on and support for building administrator
evaluations.Given limited resources, RIDE and LEAs have focused in
recent years on implementation of teacher and support professional
models. Recognizing the critical role thafilding administrators play in
the building, RIDE will work with the educator evaluation advisory
committee in fall 2015 to identify additional training needs related to tt
building administrator model and provide additional support during the
201516 sclool year. Sample supports might include: suggestions on
to increase superintendent capacity to evaluate building principals by
complementary evaluators and peer teams, guidance on how to use t
building administrator model with assistant priratgy additional ifperson
trainings, coaching for superintendents and other principal supervisor
online modules. If principals are receiving higher quality feedback on-
practice, then they may improve their practice, create a strong school
community where teachers want to work, and persist in working in higl
minority and highest poverty schools.

Performance obijective:

- Between June 2016 and June 2018, results of educator evaluatio
implementation surveys will indicate an increase innim@ber of
principals reporting receiving high quality feedback on their practi

Convene professional organizations that prepare and support leaders
to conduct a gap analysis of current offerings and support&RIDE will
convene principal and superintendent associationsprafits, preparation
programs, and other programs that currently prepare and support leac
analyze current professional learning and growth opportunities for sct
and LEA leaders. RIDill help these organizations conduct a gap
analysis of high quality offerings and identify next steps for addressing

42



gaps, such as by creating new opportunities or changing opportunitie:
beter reflect needs in the field.

Performance objectiveBy December 2016, RIDE will convene
professional organizations that prepare and support leaders to condu:
gap analysis of current offerings and supports.

Convene principals and coordinate cros$ EA professional learning
opportunities for school leadersn high minority and high poverty
schools As part of Race to the Top, 90 school leaders received coach
and training in 11 LEAs in Rhode Island and patrticipated in ongoing e
career support and professional learning. This learning was focused ¢
addessing the needs of students in turnaround schools. However, giv
current funding, RIDEOGS role as
opportunities is unsustainable. Instead, RIDE will work to coordinate ¢
better leverage crod<A collaboration and shiang of resources and
expertise. Sample activities may include:
- Convening school and LEA leaders on a sammual basis and havin
leaders at high performing, high poverty and high performing, higl
minority schools share their lessons learned and besigesc

-Establishing an online profes
new PD portal where RIDE and LEAs can share resources

- Establishing an instructional rounds model

- Connecting LEA and school leaders interested #uoadling
professional learning oppairtities

Performance objectiv@

- By October 2016, RIDE will set up an online professional learning
community on RIDE6s PD portal

- By October 2017, RIDE will see an increase in use of the professi
|l earning community on RIhDdsts
analytics.

Analyze disproportionality data and provide targeted supports as
needed to schools with disproportionate representation of racial and
ethnic groups in special education and related serviceAs part of its
State Performandelan and rguirements under IDEA, the RIDE Office ¢
Student, Community, and Academic Supports (OSCA®Eently
monitors disproportionality data in special education identification, in
placement, and in disciplinéhe RIDE OSCAS officavill continue to
monitor thisinformationstatewideandwill continue to provide targeted
support to disproportionate schools in the areas of culturally responsi
instructional strategies, assessment methods, and social
emotional/behavioral supports that address the needs of dsredsantsif
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RIDE provides targeted support to schools with a disproportional
representation of racial and ethnic groups in special education and re
services, then teachers will be better prepared to work in diverse schc
settings

Performanceobjective

- Between 2016 and 2018, RIDE will see a decrease in the percent
districts that report disproportionate representation of racial and e
groups in special education and related services that is the result
inappropriate identification.

Work towards establishing a robust regionalinduction model for
inexperienced educators, especially those working in highest minority|
and highest poverty schoolsRIDE offered a statewide induction progra
from Fall 2011 through Spring 2014 using Race to the Top funding.
Despite evidence showing that both teachers and administrators perc
positive impacts of inductiorf RIDE no longer offers a statewide, state
fundedinduction model due to a lack of funding but continues to supp
implementation oLEAs choosing to work withia regionajpartnership
model. Research shows that induction programs can increase teache
retention rates, accelerates beginning teacher growth, and help educg
feel supported. Therefore, if RID&ntinues to provide training to
induction coaches and works with districts wiighest poverty and
highest minority schools to find funding to support inductiten
program completensmiay be more likely to consider workiagd stayingn
a highest minority and highest poverty school and current teachers m
stay in highest minoytand highest poverty schools longer, thus
addressing equity gaps related to experience, qualifications, aof out
field assignments.

As needed and
based upon results
of a district needs
assessment

Performance objectives

- By June 2018, RIDE will have a robust regional induction model i
place.

- By June 2018, 75 perceof beginning teachers in highest poverty &
highest minority schools will be supported by an induction model.

*%1n 201314, RIDE provided induction to 196 teachers. Of the 162 who responded teyaanigurvey, 96 percent
responded that their coach was effective or highly effective in helping to improve their practide 88qeercent

noted that coaching had a significant impact on incorporating new strategies into their instruction and more than 60
percent said coaching had a significant impact on implementing effective classroom management techniques and
procedures. Oan administrator survey, nearly 80 percent of 78 administrators reported that beginning teachers
supported by induction coaches showed a quicker acceleration in performance and growth than beginning teachers
in previous year s a mwbrkwith tha bedinhirg teached had & positive impacton $tudlent
learning. More than 70 percent of administrator respondents indicated they are more likely to hire a beginning
teacher due to the support of induction coaches.
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Support LEA self-assessment of financial allocation for professional
learning and support. Similar to trends nationally, most Rl LEA&docate
Title 1l, Part A funds for professional development opportunities for
teachers and paraprofessionals and to reduce clasbkisizever, reducing
class size is expensive and research findings related to its impact are
mixed>® Furthermoretraditional professional development opportunitie
have produced mixed results at b&#cognizing thatite most meaningfu
professional development is ongoing,4@mbedded, and couplevith
application and feedbackye RIDE Office of Educator Quality and
Certification and Office of Statewide Efficiencies will work technical
assistance centers (e.g. Northeast Comprehensive Center, Center for
Teachers and Leaders) with the RIDE Office of Statewide Efficiencies
review school L E A s 0 deutify @areas Wheré LEAS
might use funds differently to better reflect best practices and support
school and LEA needs identified in teachend studentevel data. If
RIDE and LEAs use funding to provide higher quality supports to teac
then they maype more likely to persist in their current assignments anc
reduce teacher turnover.

Performance objectiv@

- By June 2016, RIDE will adopt or create a tool to assess LEA use
federal funding.

- If neededbpy October 2016, two LEA partners widlccessfully
implement a selassessment of financial allocations for profession.
learning and support.

- If neededpy June 2017, all LEAs supporting highest poverty and
highest minority students will se#fssess financial allocations for
professional leaning and support.

- By June 2018, results of teaching conditions survey will indicate ¢
increase in the percentage of teachers and schoot$eagperting
feeling supported.

Human Resource Policies and Practices

Root Cause 5 Ineffective Recruitment, Hiring and Staff Management Practices

Stakeholders in all sessioaespressed concern about poor hiring and staff management practices

statewide but particularly in large, urbBBAS. Specific practices cited included late hiring

timelines,forced assignn, lack of principal voice in the teacher hiring process, and a lack of

intentional studenteachefleacer matching.Stakeholders also cited the current contrdws
may perpetuate poor hiring and staff management practices, such as disincentivearioeann

%9 Chingos and Whitehurst, 201
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retirements early and use-lose leave timeMultiple stakeholders thought some LEAs had high
rates of educator absenteeism that needed to be addressed.

As needed and
based upon results
of a district needs
assessment

Help union and LEA leaders, including human resource directors,
self-assess recruitment, hiring, staff management, and compensation
policies and practicesRIDE will help unions andLEAS serving highest
poverty and highest minority schools saffsess recruitme strategies,
hiring processes, and contracts to identify ways to improve talent
management practices. RIDI offer to meet regularly with.EA leaders
and HR directors from highest poverty and highest minority schools a
provide more targeted suppohictivities mayincludesupportingLEAsin
anauditof talent managemeptactices, sharing contegpecific best
practices with human resource directors, and facilitating visit&#s and
schools with exemplary contegpecific talent management praesc

Performance objectiv@

- By June 2016, two LEA partners will selésess recruitment, hiring,
staff management, and compensation policies and practices.

- By December 201, 70ne LEApartner will implement one or more
changes to recruitment, hiring, staff management, and compensa
policies and practices.

Facilitate reviews of LEA-level equity data These reviews will help
LEAs determine their hiring trends and needs. LEAs cam s the
results of these reviews to determine where they might offer incentive
differentiated compensation in order to attract and retain more qualifie
educators. RIDE will establish a menu of supports available to school
LEAs and will help scbol and LEA leaders develop a targeted support
plan based on the results of their data reviews.

Performance objectiv@

- By June 2016, RIDE willacilitate a review of LEAevel equity data
with two LEA partners.

- By December 201,6RIDE and two LEApartners will develop and
begin implementing a targeted support plan.

Ongoing
Data

Collection
& Analysis

Pursuedata sharing agreement with retirement board The Retirement
Board currently collects exact hire and retirement dates of all educato
RIDE currently collects assignment dates in the PAS, but data quality
remains inconsistent; some LEAs enter dates all at once or do not en
precise dates. In ord& collect more accurate data and reduce data

reporting requirements placed on LEAs, RIDE will pursue a data shar
agreement with the retirement boaithe data sharing agreement woulc
help improvethe quality of datavailable enable RIDE to identyftrends
within and across LEAsnd identify areas where additional guidaand
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actionsrelated to equitable accessy be needed.

Performance objectiv@

- By October 2015, RIDE will contact the retirement board with the
request.

- By October 2016RIDE will establish a data sharing agreement wit
the retirement board.

- By June 2017RIDE will share results of analysis of assignment ar
retirement dates at a network meeting and publish online.

Collect data on the number of vacancies as of Septembe¥. RIDE will
work with LEAs to collect data on the number of vacanthesugh an
online survey or through the human resources listd&agancy
information will provideRIDE with additional data on where strategic
talent management support may be needeeélliAs and schools
recruit and hire qualified educators.

Performance objectiv@
- By October 2016, RIDE will collect data on school vacancies.
- By January 2017, RIDE will report on the number of vacancies.

Analyze longterm substitute data.RIDE will analyze which schools an
LEAs use longterm substitutes, for which subjects, and for how long.
These data will provide RIDE and LEAs with additional insights into
human resource policies and shortages and can be used by LEAS to 1
strategicdl about the quality of longerm substitutes and how they
supportor council out these educators.

Performance objectives
- By October 2015, RIDE will analyze lortgrm substitute use.

- By December 2015, RIDE will report on lotgrm substitute data at
LEA network meeting.

- By December 2017, RIDE will see reduced usage of-teng
substitutes.

Collect and analyzeeducator attendance data.The Educator Equity
Profile on theU.S. Department of Educatiovebsiteshares the
percentages of teacher absentre than 10 days and shows gaps betwe
high poverty and low poverty quartiles as well as between high minor
and low minority quartile&’ Although RIDE has concerns about the

9'U.S. Department of Education, 2014.
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quality of the data, it recognizes the potential need to further investige
the issue of teacher attendance. RIDE has convened a task force foc
on teacher attendanckhis task force will continue to meet to determineg
how to begin a standardized collectiorediicatoattendance data. If

RIDE collects and analyzeslucatomattendance, it will be better able to
calculate the number of chronically absent educators, identify equity ¢
using these data, and take action steps to address gaps.

Performance objectiv@

- By June 2016, RIDE will gather information on how LEAS catie
document, monitor, and report educator absenteeism.

- By October 2016, RIDE will develop standardized definitions for
reporting educator absences and determine how to collect data fr|
LEAs that do not use an electronic time management reporting
system.

- By June 2018, RIDE will collect its first formal collection and will
share preliminary findings with LEAs.

Root Cause 6 Unfavorable Perceptionsof High Poverty and High Minority Schools

Stakeholders in the April i3and April 14" sessions, as well as RIDE staff, noted thahy
people hold unfavorable perceptions of the cities with the highest poverty and highest minority
schools. Negative press may contribute to these perceptiomnesargotential candidaté®m

applying.
Thestrategy listed under Root Cause 8 addresses Root Cause 6.

Root Cause7: Limited Career Paths and Leadership Opportunities

Rhode Island teachers have limited flexibility daa career paths, according to stakeholders at

all engagement sessions. In theiot cause analysis, stakeholdeoted there arfew parttime

teaching opportunities and limited opportunities for career advancement. In addition, a rigid
salary structure provides few if any opportunities to be rewarded for exceptional performance;
instead, time in the profession and | evel of
This root cause is consistent with recent literature and recent efforts, such as the national Teach
to Lead initiative, focusing on restructuring staffing, dreatareer ladders, and offering
opportunities for teacher leadershtgncreasing teacher leadership opportunities is also a key
strategy for the 2020 Strategic Plan, focused on providing multiple pathways for taking on
leadership roles as a teacher amadstrator based on recognized expertise.

The strategy listed under Root Cause 8 addresses Root Cause 7.

1 Teach Plus, 2015.
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Root Cause8: Lack of Competitive Compensation

Stakeholders in stakeholder engagement sessions noted that compensation in LEAs with high
poverty anchigh minority schools is not sufficiently higher than LEAs with low poverty and low
minority schools. Analysis of 20184 salaries confirms this observation. Step 1 and Step 10
teacher salaries were below average in two of the three LEAs with highedymmehighest
minority schools for which we have d&faAll three LEAs have additional steps beyond 10.
However, when comparing the highest step of the salary scale for each LEA, two of the three
LEAs with highest poverty and highest minority schools virlew the state average. For more
information, seé\ppendixVIII .

Teachers in Providence have less earning potential than in otheEMgand citie$® Starting

salaries, ending salaries, and lifetime earnings for teachers (adjusted for cost of living) are higher
in Hartford (CT), Boston (MA), Portland (ME), Springfield (MA), New Haven (CT) and

Burlington (VT) than in Providence. Only Bridgeport (CT) hewler adjusted starting salary,
adjusted ending salary, and adjusted lifetime earnings compared to Providence. For a table
comparing these LEAs, sé@pendix VIII.

Assemble a task force focused on elevating education professon
RIDE will recruit and convene a task forceapproximately 16 to 20
stakeholders dedicated to studying ways to elevate teaching and leac
particularly in highest poverty and highest minority areas. This task fo
will be divided into three subcomttees that each assume ownership fc
studying one of the following topics:

- Improving communications about education, particularly educatio

urban areas

- Increasing teacher leadership opportunities

- Implementing sustainablanovative, ancdcompetitive compensation
policies

RIDE will support eaclsulcommittee by sharing resources and recruiti
guest speakers as appropriate. At the end of the year, the taskderce
findings from each subcommitté@prepare a set of recommendations f
the state, LEAs, ahcommunity organization8y increasing knowledge
of best practices and elevating the education profession, LEAs will be
better able tonake better decisions and allocate resources better in or
attract hire,and retain more qualified, excellent edtors.

Performance obijectives:

- By October 2015, RIDE will assemble a task force from a diverse
group of stakeholders, including: educators of the yate
legislatorsjocal journalists and newscasters, local businesses,
educator unions armaksociations, educator preparation providers, &
professionals from nonprofit organizations.

52 These data do not include information for charter schools.
83 Joseph & Waymack, 2014
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- By June 2016the task force will meet at least four times.

- By October 2016the task force will present its recommendations &
findings via blog, report, ardr presentations.

- By June 2018, RIDE, LEAs, and supporting organizations will
implement at least three recommendations of the task force.

- Between June 2016 and June 2018, results of preparation progra
candidate surveys will indicate:

A An increase in the percentageppbgram completerfeeling
prepared to work in a high poverty school.

A An increase in the percentageppbgram completerfeeling
prepared to work in a high minority school.

A An increase in teacher candidate intent to wiork high pverty or
high minority school.

A Increasegrogram completegfficacy in working with a diverse
student population, parents and the community.

- Between June 2016 and June 2ah8,number of educatorsporting
on a survey thahere are teachéeadership opportunities available
will increase

Teaching and Learning Gnditions and Supports

Root Cause 9 Poor teaching and learning conditionsand insufficient resources This claim

is supported by research, which finds tiegtching and learningpnditionsimpacts job

satisfaction and job attritiotf.A common root cause identified in stakeholder sessions included
a lack of sufficient resources and supports in highest poverty and highest minority schools.
However,when asked which suppssvere ingifficient, responses from stakeholders vaffed.

The most commonlidentifiedresource gaps were poor facilities, lack of funding for arts and
enrichment, and inadequate support from social senhbasiple participants also noted that
teachers tend to flow strong leaders when they move to another location and often leave a
school when school leadership is lacking.

®Ladd, 2011. Cha & CoheYiogel, 2011, Bormon & Dowling, 2008

% In stakeholder engagement sessions, partitipaoted that teachers in highest poverty and highest minority
schools lacked access or had inequitable access to the following: quality facilities, funding for arts and enrichment,
high quality curriculum, RTI resources, culturally responsive curricubupports for ELL students, quality

textbooks, technology, and support from social services.
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Ongoing
Data

Collection
& Analysis

Explore feasibility of administering a survey of teachingand learning
conditions. RIDE administered an administrator and teacher surnvey
201314 and reported publicthe administrator survey data on Infowarl
However, due to low response rates and a lack of fungifiz
discontinued data deiction RIDE recognizes that surveytdawhen
sufficiently rich, can help RIDE andEAs make dateébased decisions
about the allocation of resources, the implementation of targeted
recruitment strategies, and the offering of professional leaPAIREDE
and the Educator Evaluation Committedl wiudy various available tools
and strategies for increasing response rates in order to assess wheth
introduce a survey.

Performance objectiveBy June 2016RIDE will identify potential
instruments for RIDE or LEAs to adopt.

As needed and
based upon results
of a district needs
assessment

Help LEAs improve teaching and learning conditions The RIDE

Office of Educator Quality and the RIDE Office of Transformation and
Charter Schoolwill work with highestpoverty and higastminority
schools to help them seadssess teaching and learnaonditions in their
buildings.Activities might include:

- Connecting schools arldEAS to resources and supports related to
teaching and learning conditions

- Facilitating revews of teaching and learning condition data gathert
at theLEA level

- ldentifying ways to use Title I, Part A and Title II, Part B funds to
improve school climate artédaching and learning conditions

Performance objective
- By June 2017, at least two LEASth high poverty and high minority
schools will complete a seffssessmemf teaching and learning
conditions.

For a complete implementation timeline, #emendixIX.

% New Teacher Center,

2015
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Monitoring and Reporting Progress

RIDE is committed to continuous improvemémtough ongoing twavay, daa-based
conversationsWays RIDEwill report progress will include the following:

Ongoing data sharing and supportsAs RIDEcollects and analyzes additional daRdDE will
support LEAs in analyzing and using this informatiorsupport their work.

Regular engagement with stakeholder groupRRIDE will report to and engage wititherkey
stakeholder groups identified in the stakeholder engagement session of this plan at least annually.

Web page and blogRIDE will maintaina web page and blog focused on highlighting state
implementation of equity plan strategies and reporting progress toward performance objectives.

Annual reporting. RIDE will publishan annuateporteachOctoberonthe equity gaps
identified in this plaras well as additional equity gaps identified in the future in the equitable
distribution of teachers in the state and publish it on the websieldition to providing updates
on progress towards performance objectives report will include analyse$ the distributions
of the following:

A

> > > > > D> D>

Inexperienced teachers and suppodfessionals
Inexperienced leaders

Unqualified teachers and support professionals
Out-of-field teachers

Lessthaneffective teachers and support professionals
Less thareffective baders

Chronically absent teachers and support professionals
Chronically absent administrators

Ongoing monitoring of LEA efforts. RIDE will use a tiered approach noonitoring LEA

efforts:

A

Monitoring of LEAs receiving targeted suppdrEAs receiving targted support from
RIDE will update their action plans quarterly by identifying action items they have
completed andevise action plans as needed.

All LEAs Each yearRIDE will collect information annually about how LEAs are
working to increase thequitable distribution of educators through regularly scheduled
meetings, such as through district network meetiagd through the Consolidated
Resource Program annual reporting. RIDE will also conduct matepth monitoring of
equity plan work by codmg equity plan monitoring with the Title Il monitoring process,
which occursn every LEAonce every five year&EAs will be required to provide
evidence of steps they have takemmsure that lowncome and minority students are not
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taught at higherates than other students by unqualified;affield, or inexperienced
teachers.

A RIDE plans to continuously improve its accountability system and will work to include
measures of equity in its Accountability Index as data becomes available

Adjustments to the plan. If data show that strategies as implemented are not impacting equity

gaps, then RIDE will revaluate whether to supplement current strategies or supplant strategies
with new ones.

For a detailed list of strategies, timelines;fpenance objectives, monitoring plans, and
reporting plans, see AppendiX.
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Conclusion

Rhode Island is committed to ensuring that all students in Rhode Island have equitable access to
excellent educator3his equity plan, supported by both our basiecadion program and

strategic plan, prioritizes increasing access to excellent educktoosigh the implementation

of this plan and other current efforts, Rhode Island will improve talent management practices and
reduce equity gaps, ultimately bringing closer to our goal of education: to ensure aHaif

our graduates are ready for success in college and in challenging careers.
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http://www.ride.ri.gov/Portals/0/Uploads/Documents/Teachers-and-Administrators-Excellent-Educators/Educator-Evaluation/Education-Eval-Main-Page/FER_Year2_Report_Final.pdf
http://www.ride.ri.gov/Portals/0/Uploads/Documents/Teachers-and-Administrators-Excellent-Educators/Educator-Certification/Becoming-an-Educator/RIPA_Standards_2013.pdf
http://www.ride.ri.gov/Portals/0/Uploads/Documents/Teachers-and-Administrators-Excellent-Educators/Educator-Certification/Becoming-an-Educator/RIPA_Standards_2013.pdf
http://www.ride.ri.gov/Portals/0/Uploads/Documents/Teachers-and-Administrators-Excellent-Educators/Educator-Certification/Becoming-an-Educator/RIPA_Standards_2013.pdf
http://www.edweek.org/ew/articles/2015/03/25/new-studies-find-that-for-teachers-experience.html
http://www.edweek.org/ew/articles/2015/03/25/new-studies-find-that-for-teachers-experience.html
http://www.wallacefoundation.org/knowledge-center/school-leadership/key-research/Documents/Investigating-the-Links-to-Improved-Student-Learning.pdf
http://www.wallacefoundation.org/knowledge-center/school-leadership/key-research/Documents/Investigating-the-Links-to-Improved-Student-Learning.pdf
http://www.wallacefoundation.org/knowledge-center/school-leadership/key-research/Documents/Investigating-the-Links-to-Improved-Student-Learning.pdf
http://www.teachplus.org/sites/default/files/publication/pdf/decade-plus_final.pdf
http://www2.ed.gov/programs/titleiparta/equitable/rieep.pdf

Appendix |. Schools in the Highest Poverty and Highest Minority
Groups

School

LEA Name Level School

Classification

School Name

Code

4101 Ella Risk School Central Falls ELEM Warning

4104 Captain G. Harold Hunt School Central Falls EC

4106 Veterans Memorial Elementary Central Falls ELEM Focus

4601 The Learning CommunitZharter School Learn. Com. MID Commended

4602 Segue Institute for Learning Segue MID Focus

Institute

7702 DCYF Alternative Education Program DCYF HIGH Warning
26103 Joseph Jenks Junior High School Pawtucket MID Typical
26106 Samuel Slater Junior Higichool Pawtucket MID Warning
26118 Charles E. Shea High School Pawtucket HIGH  Priority
26119 Henry J. Winters School Pawtucket ELEM Warning
26120 Elizabeth Baldwin School Pawtucket ELEM Warning
26121 M. Virginia Cunningham School Pawtucket ELEM Typical
28103 Leviton Dual Language School Providence ELEM Typical
28106 Frank D Spaziano Elementary School Annex Providence ELEM
28113 Dr. Jorge Alvarez High School Providence HIGH  Priority
28115 Asa Messer Elementary School Providence ELEM Focus
28121 Alfred Lima, Sr. Elementary School Providence ELEM Warning
28127 Webster Avenue School Providence ELEM Warning
28130 Veazie Street School Providence ELEM Warning
28134 Frank D. Spaziano Elementary School Providence ELEM Focus
28135 George J. WedElementary School Providence ELEM Focus
28139 Central High School Providence HIGH  Priority
28140 Carl G. Lauro Elementary School Providence ELEM  Priority
28142 Reservoir Avenue School Providence ELEM Typical
28144 Gilbert Stuart Middle School Providence MID Priority
28145 Nathanael Greene Middle School Providence MID Typical
28147 Roger Williams Middle School Providence MID Priority
28153 William D'Abate Elementary School Providence ELEM Warning
28156 Robert L Bailey 1V, Elementary School Providence ELEM Priority
28157 Lillian Feinstein Elementary, Sackett Street Providence ELEM  Priority
28160 Mary E. Fogarty Elementary School Providence ELEM Priority
28161 Harry Kizirian Elementary School Providence ELEM Focus
28162 The Sgt. CorneYoung, Jr & Charlotte Woods Elemen Providence ELEM Priority
28167 Urban Collaborative Accelerated Program UCAP MID Typical
28170 Times2 Academy Providence MID Typical
28178 Academy for Career Exploration (ACES) Providence HIGH Leading
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School Name

LEA Name

School

Classification

28182 GovernorChristopher DelSesto Middle School Providence MID Priority
28187 E-Cubed Academy Providence HIGH Warning
28189 William B. Cooley, Sr. High School and the Provide Providence HIGH  Priority
28193 Providence Career and Technical Academy Providence HIGH Focus
28606 Trinity Academy for the Performing Arts TAPA MID Warning
28607 RI Nurses Institute Middle College Charter High Sc RINI HIGH Typical
28608 Village Green Virtual Charter School Village Green HIGH

28609 Achievement First Rhode Island AF EC
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Appendix Il . Outreach Efforts

Log of Outreach Efforts: Stakeholder Engagement Sessions

The following table includes a running log of outreach efforts to invite members of various
organizations to stakeholder engagement meetings:

Date Name/Listserv Affiliation

Direct Emails

March 30, 2015 Frank Flynn RIFTHP
Colleen Callabn

March 30, 2015 Larry Purtill NEA - RI
Jay Walsh

March 31, 2015

Steven Nardelli

Rhode Island League of Charter Schools

March 31, 2015

Linda Twardowski

RICSNT

March 31, 2015

rhodeislandnasw@gmail.com

riasw@aol.com

National Association of Social Worker{|

March 31, 2015 MechanieHolland RISCA
March 31, 2015 Christine LopedVietcalfe RI-CAN
March 31, 2015 Kyli Lamar Rl is Ready
March 31, 2015 Elizabeth BurkeBryant Kids Count

March 31, 2015

Ana Morales

Roger Williams University

March 31, 2015

Amy Awad

Progreso Latino

March 31, 2015

Jennifer Chapman

United Way of RI

March 31, 2015

Adam Greenman

United Way of RI

March 31, 2015

Dana BorelliMurray

Highlander Institute

March 31, 2015 Alexis Moniz Rhode Island Technical Assistance Project
March 31, 2015 info@cseari.org Center forSoutheast Asians
March 31, 2015 Brian Hull New Leaders Council

March 31, 2015

Beth Raducha

Bristol Warren Educationdtindation

March 31, 2015 NazneerRahman Dorcas International Institute of Rhode Island
March 31, 2015 Mr./Ms. Cola Roger WilliamsUniversity
March 31, 2015 Elsa Dure NAACP Providence Branch
Rhode Island Mayoral Academies
March 31, 2015 Josh Klemp Skills USA

March 31, 2015

Peg Rahmanian

Youth in Action

March 31, 2015

Shelbi Hoover

Inspiring Minds

March 31, 2015

Amie Galipeau

Rhode Island PTA

March 31, 2015

David Floyd

Teach for America

March 30, 2015

Tim Heavey

Blackstone Valley Prep

March 30, 2015

Teresa Medeiros

Coventry Public Schools

April 3, 2015

Sulina Mohanty

Teach for America
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Date Name/Listserv Affiliation

April 6, 2015 Nora Crowley City Year

April 6, 2015 Aly Chatham Blackstone Valley Prep

April 6, 2015 Michael Magee Rhode Island Mayoral Academies

April 6, 2015 Elsa Dure NAACP Providence Branch
Rhode Island Mayoral Academies

April 6, 2015 Katelyn Silva Rhode Island Mayoral Academies

April 6, 2015 Jessica Waters Rhode Island Mayoral Academies
Teachers of the Year

April 8, 2015 Carlene Fonseca unknown

April 8, 2015 Deb Golding Office of Special Needs, Rhode Island Department
Health

April 10, 2015 Elizabeth Winangun Achievement First

April 23, 2015 Joe Crowley RIASP

April 23, 2015 Tim Duffy RIASC

April 23, 2015 Christine LopedVietcalfe RI-CAN

April 23, 2015 Elizabeth BurkeBryant Kids Count

April 23, 2015 Dana BorelliMurray Highlander Institute

April 23, 2015 Nora Crowley City Year

April 23, 2015 David Floyd Teach for America

April 23, 2015 Chris Haskins Paul Cuffee School

April 23, 2015 Lena Correa The MET School

April 23, 2015 Taritha Hill-Cooper Parent

April 23, 2015 Jason Becker Community member

April 23, 2015 KathleenKiuper RIPIN

April 23, 2015 Jeremy Chiappetta Blackstone Valley Prep

April 23, 2015 Joy Souza Blackstone Valley Prep

April 23, 2015 Eric Lopez Chariho SchooLEA

April 23, 2015 Frank Flynn RIFTHP

Colleen Callahan
April 23, 2015 Larry Purtill NEAT RI
JayWalsh

Listservs/email lists

April 2, 2015 Charter school-enail list Charter school leaders
April 2, 2015 Talent pool list Teachers of the Year
Milken Award Winners
April 3, 2015 Rhode Island Special Education  Parents
Advisory Committee discussidist  Educators

Individuals with Disabilities
Educators, state and local administrators
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Date Name/Listserv Affiliation
April 3, 2015 English language learner directors English language learner directors
April 3, 2015 Field memo LEA leaders
Field memo LEA leaders
Websitepostings
March 31, 2015 Eventbrite Public
April 3, 2015 Rhode Island Department of
Education website
April 3, 2015 ELL director Wiggio space
April 3, 2015 Rhode Island Department of
Education website
Twitter
Daily from March  In addition to general tweets, direc Teachers
31 to April 17, tweets to the following: School administrators
2015 @DavidMoscarelli Governords office staff
@j_santossilva Community @ganization leaders
@RIMAacademies
@jwaters1607
@CityYearPVD
@KevinG_RI
@nbucka
@drewmadden
@htwoyick
@dana_morel
April 9, 2015 #edchatri (a weekly edchat) Teachers
School administrators
April 11, 2015 #allkids (an education conference Teachers
RI) School administrators
April 12, 2015 #edchatri (a weekly edchat) Teachers

Schooladministrators

Log of Outreach Efforts: Targeted Feedback Session

Date Name/Listserv Affiliation

Direct Emails

April 23, 2015 Joe Crowley RIASP

April 23, 2015 Tim Duffy RIASC

April 23, 2015 Christine LopedVietcalfe RI-CAN

April 23, 2015 ElizabethBurke-Bryant Kids Count

April 23, 2015 Dana BorelliMurray Highlander Institute
April 23, 2015 Nora Crowley City Year

April 23, 2015 David Floyd Teach for America
April 23, 2015 Chris Haskins Paul Cuffee School
April 23, 2015 Lena Correa The MET School
April 23, 2015 Taritha Hill-Cooper Parent

April 23, 2015 Jason Becker Community member
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Date Name/Listserv Affiliation
April 23, 2015 Kathleen Kiuper RIPIN
April 23, 2015 Jeremy Chiappetta Blackstone Valley Prep
April 23, 2015 Joy Souza Blackstone Valley Prep
April 23, 2015 Eric Lopez Chariho SchooLEA
April 23, 2015 Frank Flynn RIFTHP

Colleen Callahan
April 23, 2015 Larry Purtill NEAT RI

Jay Walsh
May 1, 2015 Elizabeth Winangun Achievement First

Listservs/email lists

April 30, 2015 Charter school-enail list Charterschool leaders
April 24, 2015 Field memo LEA leaders

Website postings

April 24, 2015 Eventbrite Public

Twitter

May 3, 2015 Twitter (#edchatri) Public

May 3, 2015 Twitter Public

Log of Outreach Efforts: Group-Specific Engagement Sessions
 Date . . Contact _________ Affliaion

March 26, 2015 Zack Mezera Providence Student Union
March 30, 2015 Colleen Callahan RIFTHP
March 30, 2015 Jay Walsh NEA-RI
Larry Purtill
April 23, 2015 Colleen Callahan RIFTHP
April 23, 2015 Jay Walsh NEA-RI
Larry Purtill
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Sample Communications

Direct Emails

| hope this email finds you well. | am writing to invite you and your members to join the Rh
Island Department of Education (RIDE) in important conversations about equity in educat

By June 12015, RIDE will need to submit an equity plan focused on how the state will en
that students in lovincome areas and students of color are not taught at higher rates than
children by inexperienced, unqualified, or out of field teach#esvaluethe feedback and
perspective that the NAACP Providence Branch and the community members you serve ¢
bring to the tablewWe would like to encourage you to attend one or more of the following
stakeholder engagement sessions for community organizatiopsuserds:

T April 7", 6-8 pm at the Knotty Oak Room at Coventry High School in Coventry

T April 14”‘, 6-8 pm at Paul Cuffee Lower School, Providence, RI

For more information about these sessions and locations, please clickiokslaove to be

taken to the Eventbrite pag&t each session we will look at available data and engage in ro
cause analysis of equity gap®r example, why do we think that teachers in high poverty an
high minority schools tend to have fewer yeairexperience than their peers in other schools
What strategies can we take to address these gaps?

| think you will agree that ensuring that students have equitable access to excellent educg
critically important work Please assist us in gettitige word out to the community by
forwarding this information to your supporters.

In addition, if you have upcoming meetings and would be willing to give us an hour of you
agenda, we would love to engage in smaller, more targeted conversations ahg.hveetd d

also love to engage youth council members in a conversation if there is time available dur
upcoming youth sessiode 6d | ove t o get student input

If you have any questions, please do not hesitate to reach out to me via phonailo¥eu can
also reach out to Lisa Foehrlia.foehr@ride.ri.gov

I think youbre already aware that by June 1, 201
the state will ensure that students in low-income areas and students of color are not taught at higher rates
than other children by inexperienced, unqualified, or out of field teachers. We would like to invite you and
your members to the following stakeholder engagement sessions:

April 6", 4-6 pm at the Paul Cuffee Lower School in Providence
April 9", 4-6 pm at the Knotty Oak Room at Coventry High School in Coventry

If needed, we will schedule additional sessions. The links above will take interested people to a
registration site. In each session we will review some available data and engage in root cause analysis of
equity gaps. For example, we will ask why do we think that teachers in high poverty and high minority
schools tend to have fewer years of experience than their peers in other schools? What strategies might
we take to address these gaps?
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| hope you can assist us in encouraging teachers and support professionals to provide input into the

equity plan. | datso hoping you might have a mechanism for sharing information with local presidents
and/or members. If you think there are better or more efficient ways to engage with teachers and support
professionals around Rhode | Wéraapenhdodryirg differemnt gpprpaches ,
for engagement. If you have any questions, please do not hesitate to reach out to me or Lauren Matlach

at lauren.matlach@ride.ri.gov.

Listservs

Good Morning,
David Sienko has asked me to share this invitation from the RIDE Office of Educator Qua
Please see below.

Thanks,
Beth

| hope this email finds you well. I am writing to invite you and your members to join the Rh
Island Department of Edation (RIDE) in important conversations about equity in educatior|

By June 12015, RIDE will need to submit an equity plan to the U.S. Department of Educg
focused on how the state will ensure that students iAloame areas and students of color a
not taught at higher rates than other children by inexperienced, unqualifiest of field
teachersWe value the feedback and perspective that you can bring to thewébleould like
to encourage you to attend one or more of the following stakeholder engagement session
For community members, community organizations, amens:
T April 7", 6-8 pm at the Knotty Oak Room at Coventry High School in Coventry

M April 14", 6-8 pm at Paul Cuffee Lower School in Providence

For educators:
T April 6" 4-6 pm at the Paul Cuffee Lower School in Providence

T April 9", 46 pm 4 the Knotty Oak Room at Coventry High School in Coventry

For more information about these sessions and locations, please click on the links above
taken to the Eventbrite paght each session we will look at available data and engage in ro
cause nalysis of equity gap$or example, why do we think that teachers in high poverty an
high minority schools tend to have fewer years of experience than their peers in other sch
What strategies can we take to address these gaps?

| think you will agee that ensuring that students have equitable access to excellent educa
critically important work Please assist us in getting the word out to the community by
forwarding this information fellow colleagues, friends, and community members.

If you have any questions, please do not hesitate to reach out to Lauren Matlach at
lauren.matlach@ride.ri.gaw Lisa Foehr alisa.foehr@ride.ri.gov
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Twitter

Lauren K. B. Matlach @lkbivona - Apr4
Your voice matters! Join the conversation about equity in ed. in RI. Join us

on 4/6, 4/7, 419, or 4/131 ow ly/Lcbil #Rlequity

Lauren K. B. Matlach @/kbivona - Apr 11
#allkids deserve access to excellent educators. Join RIDE on 4/14 &

provide input on Rl's equity plan! More info: ow ly/Lu7or

1 1 Yiew summary

Lauren K. B. Matlach retweeted
Don Miller @dmiller212001 - May 2
~ Join #edchatr Sun @ 8 as we support RIDE and take a look at Equity in

Education edchatri org/edchatri-—blog (@deborahgist @AlanTenreiro

T3 7

'm Lauren K. B. Matlach @lkbivona - May 3
Interested in providing feedback on our draft

plan? Join us Tuesday @ 4 pm @
Achievement First. Register @
ow.ly/MsmSE #edchatri

1 1

Lauren K. B. Matlach @lkbivona - May 11
RIDE is hosting a webinar on our state's equity plan tomorrow (Tuesday)
at 4 pm. Join usl Register here: ow ly/MNgav #edvoicesri

Yiew summary
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Website Postings
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